AICPA Work/Life and Women\u27s Initiatives 2004 Research by American Institute of Certified Public Accountants. Work/Life & Women\u27s Initiatives. Executive Committee
University of Mississippi
eGrove
Association Sections, Divisions, Boards, Teams American Institute of Certified Public Accountants(AICPA) Historical Collection
1-1-2004
AICPA Work/Life and Women's Initiatives 2004
Research
American Institute of Certified Public Accountants. Work/Life & Women's Initiatives. Executive
Committee
Follow this and additional works at: https://egrove.olemiss.edu/aicpa_assoc
Part of the Accounting Commons, and the Taxation Commons
This Book is brought to you for free and open access by the American Institute of Certified Public Accountants (AICPA) Historical Collection at
eGrove. It has been accepted for inclusion in Association Sections, Divisions, Boards, Teams by an authorized administrator of eGrove. For more
information, please contact egrove@olemiss.edu.
Recommended Citation
American Institute of Certified Public Accountants. Work/Life & Women's Initiatives. Executive Committee, "AICPA Work/Life and
Women's Initiatives 2004 Research" (2004). Association Sections, Divisions, Boards, Teams. 339.
https://egrove.olemiss.edu/aicpa_assoc/339
A I C PA  Wo r k / L i f e  
a n d  Wo m e n ' s  I n i t i a t i ve s
2 0 0 4  R e s e a r c h  
A  D e c a d e  o f  C h a n g e s  
i n  T h e  Ac c o u n t i n g  P r o f e s s i o n :   
Wo r k f o r c e  Tr e n d s  a n d  




L I S T  O F  TA B L E S 2
E X E C U T I V E  S U M M A RY 4
M E T H O D O L O G Y 10
Study 1: Public Accounting Firms 10
Study 2: Professionals in Public Accounting 10
Study 3: Professionals in Business and Industry 10
F I N D I N G S 11
W O M E N ’ S  A D V A N C E M E N T 11
Gender of Professional Staff 11
Proportion of Female Professionals by Firm Size and Position 12
Promotion Statistics 13
Proportion of Women in Senior Management Positions 14
P R O F E S S I O N A L S ’  F U T U R E  E X P E C T A T I O N S 16
Public Accounting Professionals’ Aspirations 16
Public Accounting Professionals’ Views on Opportunities 16
Public Accounting Professionals’ Expectations About Future Employment 17
A D V A N C E M E N T  A N D  P R O M O T I O N 19
Changes to the Traditional “Up or Out” Model and Partnership 19
Professionals Perceptions of the Promotion Process 22
T U R N O V E R 24
Turnover Rates in Public Accounting 24
P R O F E S S I O N A L  D E V E L O P M E N T 26
Public Accounting Professionals’ Views on Professional Development 26
Public Accounting Professionals’ Views on Mentoring 27
W O R K / L I F E  E F F E C T I V E N E S S 29
Availability and Motivations for Offering Alternative Work Arrangements 29
Availability of Family-Related and Employee Relations Programs 30
Professional Views on Alternative Work Arrangements 33
Alternative Work Arrangements Following Maternity/Paternity Leave 34
Retention of Women Following Maternity Leave 35
C H A N G I N G  W O R K F O R C E 36
Work Habits of Professionals 36
W A G E  E A R N E R  S T A T U S  I N  F A M I L Y 39
Spousal Employment Status 39
P R O F E S S I O N A L S  I N  B U S I N E S S  A N D  I N D U S T RY 40
Public Accounting Experience 40
Views on Opportunities 42
Expectations about Future Employment 43
Views on Professional Development 44
Views on Mentoring 45
Perceptions about the Promotion Process 46
Work/Life Effectiveness 47






A P P E N D I X :  S U RV E Y  I N S T R U M E N TS 53
L I S T  O F  TA B L E S
Public Accounting
Table 1 Currently Employed CPAs by Gender 
Table 2 Percentage of Female Professionals in Various Positions by Firm Size 
Table 3 Percentage of Females Promoted Within the Past Three Years by Firm Size
Table 4 Women in Senior Management Positions in Public Accounting Firms 
Table 5 Women in Senior Management Positions in Public Accounting Firms by Size of Firm
Table 6 Desired Achievement Level Public Accounting Professionals by Level and Gender
Table 7 Desired Achievement Level Public Accounting Professionals by Firm Size and Gender 
Table 8 Views on Opportunities for Advancement; Public Accounting Professionals by Firm Size and Gender 
Table 9 Public Accounting Professionals’ Future Employment Expectations by Firm Size and Gender 
Table 10 Public Accounting Professionals’ Future Employment Expectations by Level and Gender 
Table 11 Availability of Non-Partnership Career Tracks and Alternative Partnership Arrangements by Firm Size
Table 12 Public Accounting Professionals Views and Experiences with Non-Partnership Career Tracks 
by Position and Gender 
Table 13 Public Accounting Professionals Views and Experiences with Non-Partnership Career Tracks 
by Firm Size and Gender
Table 14 Public Accounting Professionals Availability of Alternative Partnership Arrangements 
by Position and Gender
Table 15 Public Accounting Professionals Views on Factors Influencing Promotion by Position and Gender 
Table 16 Public Accounting Professionals Views on Factors Influencing Promotion by Firm Size and Gender 
Table 17 Percentage Annual Male and Female Turnover Rates by Gender and Firm Size
Table 18 Factors Cited for Resignation Based on Exit Interview Data Provided by Firms by Firm Size
Table 19 Public Accounting Professionals Awareness of Career Development Policies and Programs 
at Firms by Firm Size and Gender 
Table 20 Public Accounting Professionals Ease of Use of Career Development Policies and Programs at Firms 
Table 21 Public Accounting Professionals Experiences in a Mentor Program by Firm Size and Gender 
Table 22 Public Accounting Professionals Description of Mentoring Relationship by Gender 
Table 23 Trend of Firms Offering Alternative Work Arrangements 
Table 24 Firms Offering Alternative Work Arrangements by Firm Size 
Table 25 Importance of Objectives in Management Decisions on Work/Life Policies by Firm Size 
Table 26 Trend of Firms Offering Family-Related Programs
Table 27 Programs for Professional Staff; Firms with Training and Employee Relations 
Table 28 Public Accounting Professionals Concerned with Work/Life Effectiveness by Position, 
Gender and with Children Under 20
Table 29 Public Accounting Professionals Alternative Work Arrangements by Position and Gender 
2
3
Table 30 Public Accounting Professionals Alternative Work Arrangements by Firm Size and Gender 
Table 31 Alternative Work Arrangements Policies and Utilization After Maternity Leave by Level and Gender
Table 32 Alternative Work Arrangements Policies and Utilization After Maternity Leave by Firm Size 
and Gender 
Table 33 Female Professionals (Total) Who Return to Work After Having a Child 
Table 34 Female Professionals Who Return to Work Full-Time After Having a Child by Firm Size
Table 35 Various Activities Once a Week or More by Level and Gender
Table 36 Various Activities Once a Week or More by Firm Size and Gender
Table 37 Public Accounting Professional’s Spouse’s Employment Status by Position and Gender
Table 38 Public Accounting Professional’s Spouse’s Employment Status by Firm Size and Gender
Business and Industry Professionals
Table 39 Number of Years Since Leaving Public Accounting by Gender
Table 40 Position Held in Public Accounting by Gender
Table 41 Influential Factors in Leaving Public Accounting
Table 42 Opportunities for Advancement in Business and Industry by Gender
Table 43 Possible to Achieve Objectives within Five Years by Gender
Table 44 Future Employment Expectations by Gender
Table 45 Future Employment Expectations by Age Group
Table 46 Professional Development Programs Offered by Gender
Table 47 Description of Mentoring Activities by Gender
Table 48 Factors that Influence Promotion Process in Business/Industry by Gender
Table 49 Importance of Work/Life Issues by Gender
Table 50 Availability and Usage of Flexible Work Arrangements by Gender
Table 51 Support and Effectiveness of Flexible Work Arrangements by Gender
Table 52 Work/Life Policies Available
Table 53 Flexible Work Arrangements Available after Childbirth
Table 54 Various Activities Once a Week or More by Gender 
Table 55 Spouse/Partner’s Employment Status
Table 56 Salary — 2003 Gross Compensation (Optional)
Table 57 Compensation Incentives
A I C PA  Wo r k / L i f e  a n d  Wo m e n ’s
I n i t i a t i ve s  2 0 0 4  R e s e a r c h
A  D e c a d e  o f  C h a n g e s  i n  t h e  A c c o u n t i n g  P r o f e s s i o n :
W o r k f o r c e  T r e n d s  a n d  H u m a n  C a p i t a l  P r a c t i c e s
E X E C U T I V E  S U M M A RY *
The complete results of this study can be accessed at www.aicpa.org/worklife.
Since 1993, the AICPA Work/Life and Women's Initiatives Executive Committee (WLWIEC or the
Committee) has conducted longitudinal research to track trends in the accounting profession related
to human resources policies and progress in women's advancement, leadership development, and
work/life effectiveness. The current phase of this research included a survey of three groups in late
2003 and early 2004: (1) managing partners and partners of public accounting firms; (2) professionals
in public accounting; and (3) accounting professionals in business and industry. Prior surveys of public
accounting firms and the professionals they employ were conducted in 1993, 1997, and 1999. The
first survey of accounting professionals in business and industry was conducted in 1999.
M e t h o d o l o g y
Group 1: Managing Partners and Partners of Public Accounting Firms: Approximately 6,000
managing partners or partners of Public Accounting firms received an e-mail invitation to participate
in an online survey of men and women. 674 partners responded, which represents an 11.3%
response rate. This rate is comparable to an 11% response rate for the 1999 survey and a 15%
response rate for the 1997 survey. Responses received were grouped according to firm size
categories used by the AICPA, which are based upon the number of AICPA members at the firm
rather than total professionals and are grouped as follows: 2–4; 5–10; 11–20; 21+. The distribution
of responses across firm sizes was similar to that of the population of AICPA member firms, and as
such, was primarily from firms with 10 AICPA members or fewer. 
Group 2: Professionals in Public Accounting: Approximately 10,700 AICPA members (men and
women) were randomly selected and surveyed in two groups. An e-mail invitation was sent to
5,700 members at firms of all sizes and another 5,000 e-mails were sent to members at large firms
(more than 25 AICPA members). A total of 1,167 responses were received back for a response rate
of 10.9%. This response rate is much lower than the 33% response rate obtained in the 1999 study.
Those surveyed were at various levels. Responses from public accounting professionals were
categorized according to self-reported firm size categories of small local, large local, small regional,
large regional and national/international.
Group 3: Professionals in Business and Industry: Approximately 7,400 AICPA members (men and
women at various levels) who practice outside of Public Accounting also received a survey similar
to that sent to professionals in public accounting, but modified to reflect their current employment
environment. A total of 779 professionals responded for a response rate of 14%. 
The two most common job titles for female respondents were Controller (24%) and
Financial/Accounting Manager (21%). Male respondents were as likely to be CFOs (23%) and
Controllers (20%). Sixteen percent of men were Financial/Accounting Managers. No more than 10%
of respondents were in any other financially related job categories. 
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* The Executive Summary was prepared by Elizabeth Dreike Almer, PhD., CPA. Dr. Almer is a member of the AICPA Work/Life and
Women’s Initiatives Executive Committee and is an Associate Professor of Accounting and Meadows Faculty Fellow at Portland
State University in Portland, Oregon.
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K e y  F i n d i n g s  —  P u b l i c  A c c o u n t i n g  ( P a r t n e r s  a n d  P r o f e s s i o n a l s )
Where are the Women?
Since 1986 over 50% of accounting graduates have been female. By 2004 women made up 56% of
new entrants into public accounting. Yet after almost 20 years of being the majority of new entrants
into the accounting profession, women are not progressing into senior positions at the rate of their
male colleagues. Yet at the partner level, females represent 19% of partners on average, with a low
of 12% for larger firms and a high of 27% for the smallest firms. While still clearly in the minority,
women have made slow but steady progress over the last decade when they were just 12% of all
partners. During this same time period, the percentage of full-time public accounting professionals
who are female has increased from 36% to 42% while the percentage of part-time professionals
who are female has remained fairly constant at approximately 75%. 
This trend of women’s advancement being more pronounced at the smaller firms is a common
theme throughout this study. At all but the largest firms represented in the study, women now
make up over half of senior managers and managers. Given that women have been approximately
half of new hires for a sufficient length of time, this suggests that women are not “moving through
the pipeline” as fast at the larger firms but are progressing better at smaller firms. Promotion
statistics also follow this trend. In 2003, on average women were 43% of new partners, but only
25% of new partners at firms with over 20 AICPA members. A similar pattern was found for
promotions to senior manager, although promotions to manager and senior were more balanced. 
Although females comprise a relatively low percentage of partners overall, they now hold senior
leadership positions in approximately the same proportion as their representation in the partnership
ranks. Senior leadership positions include policy level senior partners, national practice
management, regional partners, office managing partners and director of
tax/audit/consulting/industry specialties. Across firms of all sizes, in 2004 19% of all partners were
women, and women held between 11% and 31% of the senior leadership positions. The
representation of women in senior leadership roles within firms has increased across all sizes of
firms since 1993, though the rate and consistency of that progress varies by firm size.
Where Do Public Accounting Professionals Want to Be?
Survey results paint a somewhat pessimistic picture of a professional’s desire to remain in public
accounting and progress to the partnership. At the senior manager level, approximately two-thirds
of professionals plan to stay in public accounting for the next ten years, but only about half of all
professionals plan to remain with their current firm. These percentages decrease at each of the
preceding levels, down to 43% of female staff and 52% of male staff indicating they plan to spend
the next ten years in public accounting. At the staff and senior levels, female professionals report
slightly lower expectations for remaining in public accounting and with their current firm than
males. At the manager level male and female professionals have the same expectations to stay
with their current firm.
The partnership is not viewed as highly desirable by either men or women. This is particularly
striking at the senior manager level where 41% of female senior managers express the desire to
become a partner as compared to 65% of male senior managers. Even at the staff level, only 25% of
females and 62% of males aspire to the partnership. Furthermore, there is a pronounced gender gap
in aspirations to progress to higher (non-partner) levels whereby women have lower advancement
aspirations than men.
Women also express higher uncertainty about career aspirations. Across all firm sizes and levels,
between 20% and 39% of women are not sure about their desired achievement level as compared
to between 12% and 22% of men. Uncertainty levels tend to be higher overall at local firms and
small regional firms than large regional or national/international firms. At large regional and
national/international firms, women and men report similarly low levels of uncertainty about their
aspirations. While there is lower uncertainty among professionals at the largest firms, they also
express the lowest desire to progress within their firms.
“Up or Out” No More?
While still not the norm, since 1993 firms have been increasingly offering non-partnership career
tracks and alternative partnership arrangements. Non-partnership career tracks are often described
as career senior/manager/senior manager whereby the firm and the professional have mutually
agreed that the professional will not progress upwards through the firm toward the partnership, but
rather will remain at a specified level. Twenty-one percent of all firms included in the survey report
offered non-partnership career tracks and there was little difference by firm size. In 1993 just 13%
of firms offered this option. Alternative partnership arrangements include variations on the
traditional equity owner working full-time and include part-time partners, non-equity owners or
graduated benefits. Nine percent of responding firms offered these arrangements. These
arrangements are most common at the largest firms, currently offered by 35% of these firms as
compared to only 10% in 1993.  
Across all size firms, women report much higher usage rates and comfort levels with non-
partnership career tracks than men. This is particularly true at the senior manager and manager
level. Sixty percent of female senior managers report having used a non-partnership career track as
compared to only 26% of males. Thirty six percent of female managers report having used a non-
partnership career track as compared to only 9% of males. This finding is perhaps suggestive of
“where are all the more senior women?”. Women are opting to stay in public accounting, but in a
career track that does not necessarily lead to an equity partnership position.
Yet despite high rates of usage at least among more senior women, less than half of men and
women report that the non-partnership career track is easy to use in their office. The percentage of
respondents indicating that there is a negative career impact from using the non-partnership career
track varies from 22% to 57%. At the manager and supervisor level, more male professionals
express concern about the career impact than females, but the reverse is true at the senior
manager and partner level.
Fairness in the Promotion Process?
Notwithstanding the non-traditional career tracks discussed above, the majority of professionals in
public accounting expect to move up within the ranks until they leave. When asked about fairness
in the promotion process to non-partner positions, over three quarters of partners believe the
promotion process is fair as compared to approximately half of non-partner professionals. 
When perceptions of factors influencing promotion are compared between partners and non-partner
professionals, a clear pattern of disconnect emerges. Non-partner professionals agree with partners
on the importance of quality-related criteria, but are also more likely to believe that politics, putting
in a defined amount of time and meeting budget influence the promotion process. Some gender
differences did emerge within the partner group whereby female partners were slightly more likely
than male partners to believe technical skills and political positioning affected the promotion process.
Overall firm size did have some impact on perceptions of the promotion process. The process was
more likely to be viewed as fair at larger firms. Yet at the same time, political positioning, perceived
by very few professionals at smaller firms to be important, is perceived by the majority of
professionals at national/international firms to be important.
Opportunities for Professional Development and Mentoring?
Public accounting has historically been an environment in which there are numerous opportunities
for professional development. This survey asked professionals about their awareness of formal
professional development programs related to networking opportunities, client assignment policies,
manager/partner selection policies, leadership development programs and practice development
training. Survey respondents at larger firms were much more likely to report these types of
programs were available. 
Generally female professionals report lower awareness of these policies and programs than males
at all firm sizes. Female professionals also consistently report that it is more difficult to take
advantage of professional development activities at their firm. While having children under 20 does
not appear to affect male professionals’ perceptions of ease in taking advantage of professional
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development activities, it has a profound effect on female professionals. Wage earner status
provided by respondents provides a possible explanation. At virtually all levels and firm sizes, male
professionals were two to four times as likely as female professionals to have a spouse who does
not work. Among married female respondents, no more than 12% (partners) had a spouse not
working outside the home. In contrast, for male professionals, between 19% (staff) and 47%
(partners) had a spouse not working outside the home. 
Similarly, availability of mentoring programs appears to be a function of firm size, with the programs
being quite common at the largest firms and fairly uncommon at small local firms. Across firm
sizes, female professionals report lower availability of mentoring programs than male professionals.
Between 57% and 100% of those participating in the programs as either mentor or a protégé report
experiencing a tremendous positive impact, though respondents cited a number of desired
improvements such as better definition of expectations and more formal meeting schedules.
What Are the Trends in Turnover?
There has been a notable increase in turnover of professionals in Public Accounting firms among
both men and women since 1999 and is now fairly consistent with the higher levels of turnover
found in the 1993 and 1997 surveys. Average annual turnover of staff and seniors at the larger firms
is approximately 30%. Turnover at the manager and senior manager levels is somewhat lower, but
still generally in excess of 20% for larger firms. At each successively smaller firm size, however,
turnover rates tend to be lower.
Turnover rates for female professionals are approximately the same, if not lower, than for men. This
finding may be viewed as surprising, given that this survey reveals women are not progressing
upwards through the ranks as expected. However, the survey does suggest possible explanations
for this finding. Women make up the majority of professionals who are working part-time, are on
non-partner career tracks, and are using some form of flexible work arrangements. Each of these
changes to the work structure or career path likely helps retain women because of the related
flexibility, but at the same time delays, if not halts progression towards the partnership.
Firms were also asked to provide exit interview data in order to better understand reasons for
turnover. This data supports a clear pattern of tradeoffs made by professionals at different sized
firms. Among the largest firms, work/life balance issues and working conditions were reported
reasons in 62% and 69% of cases, respectively; yet lack of opportunities and degree of challenge
were cited less than a quarter of the time. In contrast, the reverse relationship was reported at the
smaller firms, where work/life balance was cited as a cause of turnover in approximately a quarter
of cases, and lack of opportunities for advancement accounted for nearly half of turnover. 
Work/Life Effectiveness in Public Accounting?
A longstanding concern in public accounting has been enabling professionals to achieve success both
at home and at work. This concern is often termed work/life balance or work/life effectiveness. Over
three-quarters male and female professionals express high levels of concern about work/life effective-
ness. While overall women and men with children express the greatest concern about the issue, it
is noteworthy that professionals at all levels from staff to partner report similar levels of concern.
One means firms use to address this issue is alternative work arrangements. The firms’ motivation
to support work/life policies such as alternative work arrangements is clearly related to retention,
morale, productivity, value of individuals, and to some extent, management costs and recruitment.
Over two-thirds of firms now offer flextime or part-time work arrangements, though there is some
variability by firm size. This figure has increased from 1993 when only half of the firms reported
offering these arrangements. While job-sharing, working-at-home, and telecommuting are also
possible means to facilitate work-life effectiveness, they are much less commonly available.
The survey also solicited professional views on how easy the alternative arrangements are to use
and whether the arrangements are operating effectively. At the senior manager and manager levels,
female professionals were more likely than males to report that the arrangements are easy to use,
whereas female partners, seniors, and staff report a less positive view of the arrangements than
their male counterparts. For both male and female professionals, the arrangements were more likely
to be viewed as operating effectively at the smaller firms than the larger firms. 
Consistent with earlier surveys, the Committee asked firms about their policies or planned policies
for family-related programs. Availability of family related programs has not appreciably changed
since prior surveys. Although not widely available, the most common programs in descending order
are parental leave (most commonly unpaid except at the Big Four Public Accounting firms),
dependent care (emergency back-up child care and elder care), and flexible spending accounts
(health and dependent care).
Public Accounting After Maternity/Paternity Leave?
Because alternative work arrangements are often used to phase professionals back into the
workplace following maternity/paternity leave, the survey also asked professionals in this group
about their experiences. Over one-third of female professionals report using a flexible work
arrangement after returning from maternity leave as compared to approximately 20% of male
professionals after paternity leave. For both male and female professionals, usage rates were much
higher at smaller firms. Over half of female professionals reported using the arrangements at small
local firms as compared to less than a quarter at national/international firms. For male
professionals, these figures were 26% at small local firms and 6% at national/international firms.
Ease of use was reported to be fairly high across all levels and firm sizes, though females generally
reported lower ease than males. Fewer than 50% of respondents said there was a negative career
impact, with a lower percentage of men reporting this than women.
Recently there has been considerable attention in the press about an opt-out revolution taking place
whereby higher-level female professionals in all fields are leaving the workforce. This study provides
no compelling evidence for an opt-out revolution taking place among female CPAs at Public
Accounting firms. At least 90% of all women taking maternity leave return to work on either a full or
part-time basis. On average, 62% of women return on a full-time basis and all firm size categories
are reporting higher percentages in 2004 than in 1999 or 1997.
Working, working, working…
At all but the local firms and at the staff/senior level, over half the professionals in this survey
indicated that once a week or more they took work home. This could take the form of checking
e-mail or voice-mail from home, working from home in the evenings or on weekends, or attending
networking or practice development activities. In contrast, across all firm sizes, levels and genders,
professionals rarely do volunteer work or engage in leisure activities once a week or more. Only
during non-critical times do even a quarter of professionals report engaging in leisure activities once
a week or more.
K e y  F i n d i n g s  —  B u s i n e s s  a n d  I n d u s t r y
Why Did Professionals Leave Public Accounting?
Seventy-eight percent of professionals in business and industry had previously worked in public
accounting although typically not recently. Seventy-two percent of female professionals left public
accounting below the manager level as compared to 56% of males. Men and women have somewhat
different reasons for leaving public accounting. Both men and women most frequently cited working
conditions (schedule, hours, assignments) as an influential factor, though they were cited more
frequently by women (90%) than men (80%). The second most frequently cited reason was work/life
issues, which again were cited more frequently by women (86%) than men (70%). Less than half
the professionals surveyed cited degree of challenge, interaction with colleagues or interaction with
clients/regulators as an influence for leaving public accounting. Thirty-six percent of female
respondents cited interaction with colleagues as compared to only 23% of male respondents.
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What Are Their Views on Current and Future Employment?
When asked about views on opportunities for advancement in their current field, only 10% of
females and 9% of males say opportunities abound in business and industry, which is considerably
lower than the percentage of their public accounting counterparts.
Business and industry professionals expect to stay primarily within their chosen industry; however,
fewer than half plan to stay with their current companies. This finding is similar for men and
women. Some differences in expectations did emerge among various age groups. With the
exception of respondents over age 55, at least three-quarters of all other age groups planned to
remain in their current industry for the next ten years. It should be noted though that even among
those 55+, 70% reported intending to remain in their industry for at least 10 years. Only 36% of
respondents under 35 plan to remain with their current employer in contrast with 46% to 50% of the
other age groups.
Is There Professional Development and Mentoring?
Business and industry professionals report that in terms of development support, only professional
dues reimbursement and tuition reimbursement are widely offered by their employers. Among those
who have these benefits available, surprisingly few people plan to use dues reimbursement and
tuition reimbursement (20% and 2%, respectively). Only a fraction of the business and industry
professionals in this survey report say their employer offers leadership development, networking
opportunities, mentoring programs or corporate universities. And among those who have these
benefits available, only networking opportunities are used to any great extent by the survey
respondents.
Twice as many women as men (59% vs. 25%) were aware that their employer offered a formal
mentoring program, but virtually no one of either gender reported participating in it. However,
approximately three-quarters of female and male professionals have an internal mentoring
relationship of an informal nature. Of those respondents who engage in mentoring, a preponderance
report that the mentoring relationship has had a positive impact on their careers. A majority
indicates the primary role of their mentor is a guide. Frequency of meetings between the mentor
and protégé is most often monthly. Moreover, men tend to meet more frequently with their mentors
than women.
Opportunities for Promotion?
In contrast to public accounting, business and industry has a promotion process that is less
structured and predictable. Yet consistently the top two factors both males and females believe
facilitates promotion are related to quality of relationships with superiors and quality of work.
Developing trust among senior managers and improving internal business process were cited by
between 69% and 85% of professionals as important, with little difference by gender. In contrast,
working a defined amount of time and working long hours were the factors the lowest number of
respondents (36%) cited as influencing the promotion process.
Work/Life Effectiveness?
Given that one of the top two reasons professionals left public accounting was due to work/life
issues, the survey also asked questions about availability and usage of flexible work arrangements
and work/life support programs in business and industry. Over three-quarters of all professionals in
business and industry said that work/life issues were of concern to them, with 87% of women
stating it was important as compared to 78% of men. In contrast to public accounting, only small
differences were found in the percentage of male and female professionals who utilized flextime and
part-time work arrangements. Less than half of women and men agree that flexible work
arrangements in their company are easy to use, while more than half agree these programs are
operating effectively. Respondents indicate that their employers are only somewhat but not
extremely supportive of using flexible work arrangements. However, most companies offer flexible
work arrangements after maternity leave on an as needed basis.
M E T H O D O L O G Y
S T U D Y  1 :  P U B L I C  A C C O U N T I N G  F I R M S
Approximately 6,000 valid e-mails were sent to managing partners or partners of Public Accounting
firms to participate in an online survey of men and women. 674 partners responded, which
represents an 11.3% response rate. Consistent with the population of AICPA member firms, survey
respondents were primarily small firms with 2–10 AICPA members. 
Firm Size* Valid E-mails Completed Survey Response Rate
Sent Received
2–4 4599 538 12%
5–10 1044 108 10
11–20 216 19 9
20+ 97 9 9
Total 5956 674 11%
*AICPA Members
S T U D Y  2 :  P R O F E S S I O N A L S  I N  P U B L I C  A C C O U N T I N G
Approximately 8,200 AICPA members (men and women) were randomly selected and surveyed in
two groups. An e-mail invitation was sent to 4,500 members at firms of all sizes and another 3,700
e-mails were sent to members at large firms (more than 25 AICPA members). Those surveyed were
at various levels. 738 and 429 respondents completed the surveys, respectively, yielding response
rates of 16% for all firms and 12% for large firms.
Survey Respondents
Female % Male %
Partner/Shareholder 7% 24%






S T U D Y  3 :  P R O F E S S I O N A L S  I N  B U S I N E S S  A N D  I N D U S T R Y
Approximately 5,700 AICPA members (men and women at various levels) who practice outside of
Public Accounting also received this survey. 779 professionals responded for a response rate of 14%.
Survey Respondents
Female % Male %
Chief Financial Officer 12% 23%
Controller 24 20
Financial/Accounting Manager 21 16
Financial/Accounting Staff 8 4
Internal Auditor 6 8
Taxation 9 9
Other * 20 20
Total 100% 100/%
* Below 3% response rates: General Management, Finance, Budget and Planning, Risk Management
Information Systems, Corporation Accounting, General Accounting, Cost Accounting10
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F I N D I N G S
W O M E N ’ S  A D V A N C E M E N T
Gender of Professional Staff
Respondents were asked to provide the number of female and male professional employees in part-
time and full-time positions within their firms. Professionals are defined as CPAs, prospective CPAs
and others with similar amounts of training in a field that is part of the practice of public accounting
(e.g., consulting). Partners and others in equivalent positions (e.g., shareholders) are included in this
definition. Following is the profile that emerged:
• The percentage of females hired into Public Accounting has increased to 56% in 2004 from
49% in 1999.
• Between 1993 and 2004 women have slowly but steadily been supplanting their male
counterparts. Women currently account for a substantial and growing minority (42%) of the
full-time workforce at accounting firms, an increase of 6% since 1993. During this same




1993 1997 1999 2004
Hired
Male * * 51% 44%
Female * * 49 56
Full time
Male 64% 61% 60 58
Female 36 39 40 42
Part-time
Male 29 24 19 25
Female 71 76 81 75
* Data not collected in survey
Proportion of Female Professionals by Firm Size and Position
To better understand the distribution of female and male professionals in public accounting, 
a breakdown of all employees by firm size and position is provided below. 
• In spite of gains in hiring rates and in absolute numbers, women are still not proportionately
represented at the higher levels of Public Accounting firms. 
• Only 19% of partners of the Public Accounting firms represented in these studies are
women, with female partners being more prevalent at smaller firms than larger firms. 
• Across all size firms, the percentage of women has steadily and markedly increased at
almost every level since 1993, though the rate of increase has varied by firm size. 
• This trend of women’s advancement being more pronounced at smaller firms is particularly
noteworthy at the senior manager and manager levels. At all but the largest firms, women
now make up over 50% of the senior managers and managers compared to 34% and 39%
respectively at firms with over 20 AICPA members. 
Table 2
Percentage of Female Professionals in Various Positions
By Firm Size
1993 1997 1999 2004
Partners/Shareholders
All Firms 12% 16% 17% 19%
Under 5 AICPA members 18 25 25 27
5–10 12 14 18 22
11–20 8 10 15 12
Over 20 members 5 7 10 12
Senior Managers
All Firms 26% 32% 32% 38%
Under 5 members 46 57 54 53
5–10 35 40 48 51
11–20 28 43 42 55
Over 20 members 21 25 27 34
Managers
All Firms 35% 40% 37% 43%
Under 5 members 49 60 58 57
5–10 43 52 49 57
11–20 41 39 45 61
Over 20 members 31 34 34 39
Supervisors/Seniors
All Firms 47% 47% 47% 54%
Under 5 members 57 57 66 67
5–10 49 58 58 61
11–20 53 45 64 62
Over 20 members 44 43 42 51
Staff Accountants
All Firms 52% 56% 58% 59%
Under 5 members 60 63 71 69
5–10 57 60 66 67
11–20 53 58 61 71
Over 20 members 48 48 53 53
All Professionals in Firms
All Firms 38% 40% 43% 42%
Under 5 members 42 45 52 46
5–10 39 42 49 45
11–20 40 40 50 47




Firms were also asked to provide data on promotions by gender. This data provides information
about how women have progressed up the ranks of public accounting over the last decade.
• Since 1993, the proportion of women promoted has increased steadily at virtually all levels
and firm sizes.
• In 1999 women were approximately half of the professionals hired. Five years later in 2004,
firms report that approximately half the newly promoted seniors and managers were female.
• Despite their under-representation at the higher levels within Public Accounting, women
have been making up an increasing percentage of new partners since 1997, most notably
at smaller firms.
Table 3
Percentage of Females Promoted
Within the Past Three Years
By Firm Size












































































































Proportion of Women in Senior Management Positions
Noting the increases of women promoted into the partnership ranks, it is of interest to determine
whether female partners are advancing to top leadership positions within their firms. The following
table provides insights.
• Despite the relatively low percentage of female partners overall, female partners now hold
senior leadership positions in approximately the same proportion as their representation in
the partnership ranks. 
• Across firms, currently 19% of all partners are women and women hold between 11% and
31% of senior leadership positions. Within these leadership positions, greater representation
of women appears to be present in technical roles.
• The representation of women in senior roles within firms has almost uniformly increased
across all sizes of firms since 1993, though the rate and consistency of that progress varies
by firm size.
Table 4
Women in Senior Management Positions
in Public Accounting Firms
1993 1997 1999 2004
Policy Level Senior Partner 14% 16% 18% 20%
National Practice Management 10 17 10 19
Regional Partners 7 12 11 13
Office Managing Partner 14 17 18 11
Director of Audit 18 24 28 31
Director of Tax 20 22 22 31
Director of Consulting 13 6 22 16
Director of Client Service 19 20 26 16
Practice Areas




Women in Senior Management Positions in Public Accounting Firms
By Size of Firm
Under 5 5–10 11–20 Over 20























































































































































































































P R O F E S S I O N A L S ’  F U T U R E  E X P E C T A T I O N S
Public Accounting Professionals’ Aspirations
In addition to employment data provided by firms, this study also solicited information from
individual professionals. In particular, this study was interested in understanding professionals’
perceptions about their desire and likelihood to advance within their firms. Results are
reported below.
• Across all levels, women express lower desire to progress up to higher levels than men. 
• There is a pronounced gender gap in partnership aspirations that persists from staff all the
way on up to senior manager. This is particularly striking at the senior manager level where
only 41% of female senior managers express the desire to become a partner as compared
to 62% of male senior managers.
• Women also express greater uncertainty about their desired achievement levels than men.




By Level and Gender
Senior Mgr Mgr Senior Staff
Female Male Female Male Female Male Female Male
Partner/Shareholder 41% 65% 34% 61% 24% 52% 25% 62%
Principal/Director** 20 18 10 10 9 10 3 3
Senior Manager * * 32 12 23 12 12 3
Manager * * * * 23 14 15 12
Supervisor/Senior * * * * * * 16 9
Not sure 39 17 24 17 21 12 29 11
*Not available.
**The definition of director and principal vary from firm to firm. Typically these titles represent non-equity owners in a firm in contrast to
partner/shareholder, which is an equity owner.
16
17
Because women are more prevalent at smaller firms, it is of interest to determine whether this
gender gap in aspirations persists across all firm sizes. The following table presents aspirations by
firm size and gender. 
• Though the absolute number of women who want to become partner varies between 25%
and 36% across firm sizes, it is consistently lower than the reported 50% to 66% of males
who aspire to the partnership.
• Both men and women report setting limitations about desired achievement levels at local
firms and small regional firms than large regional or national/international firms. 
• In addition, women at local firms and small regional firms reported higher rates of
uncertainty about aspirations than men.
• At large regional and national/international firms, women and men report similarly low levels
of uncertainty about their aspirations, between 12% and 21%. Yet it should be noted that
while there is lower uncertainty with professionals at the largest firms, they express the




By Firm Size and Gender
Small Local Large Local Small Reg Large Reg Nat’l/Int’l
Female Male Female Male Female Male Female Male Female Male
Partner 34% 63% 35% 66% 36% 48% 29% 64% 25% 50%
Principal/Director 7 9 8 8 10 16 7 4 23 17
Senior Manager 14 7 19 5 10 8 32 8 16 8
Manager 3 2 11 5 5 8 12 12 13 5
Senior 1 0 4 2 5 4 5 0 1 0
Not sure 41 19 23 14 34 16 15 11 22 20
Professional Views on Opportunities in Public Accounting
Because aspirations are likely related to opportunities available at a firm, public accounting
professionals were also asked their views on opportunities for advancement.
• Not surprisingly, perceived opportunities for advancement were directly related to firm size.
Concerns about opportunities to advance were most pronounced at local firms where
approximately half of respondents reported that there were no or limited opportunities.
• While there are some differences by firm size, women generally report a more pessimistic
view of opportunities than men.
Table 8
Views on Opportunities for Advancement
Public Accounting Professionals
By Firm Size and Gender
Small Local Large Local Small Reg Large Reg Nat’l/Int’l
Female Male Female Male Female Male Female Male Female Male
No Opportunities 28% 20% 13% 10% 7% 6% 0% 4% 4% 4%
Limited 39 32 42 33 37 22 14 19 30 33
Moderate 17 24 33 35 30 47 49 35 42 33
Abound 16 24 12 22 26 25 37 42 24 30
Publ ic  Account ing Professionals ’  Expectat ions About  Future Employment
Since retention is of primary importance to firms, professionals were also asked about their future
employment expectations.
• Across all firm sizes, a modest gender gap exists in expectations to stay in public
accounting and within their existing firms. Women report slightly lower expectations to
remain than men.
• At the national and international firms, reported expectations to stay in public accounting
and with their current firm are quite low, especially among women. At these firms, only
38% of women report planning to stay in public accounting and only 24% plan to remain
with their current firm.
Table 9
Public Accounting Professionals’ Future Employment Expectations
By Firm Size and Gender
Small Local Large Local Small Reg Large Reg Nat’l/Int’l
Female Male Female Male Female Male Female Male Female Male
Next 10 years in 63% 76% 64% 64% 50% 54% 50% 69% 38% 49%
public accounting
Next 10 years with 51 64 47 54 41 54 47 69 24 43
their current firm
To understand expected workforce mobility better, the following table presents expectations to
remain in public accounting and with their existing firm by level.
• Predictably, expectations to remain in public accounting and with their current firm are
successively higher at increasing levels within the firm.
• The gender gap in expectations to stay in public accounting and with their firm also
decreases at each of the successive levels within the firm.
Table 10
Public Accounting Professionals’ Future Employment Expectations
By Level and Gender
Partner Senior Manager Manager Supervisor Staff
Female Male Female Male Female Male Female Male Female Male
Next 10 years in 84% 75% 64% 63% 58% 55% 48% 56% 43% 52%
public accounting




A D V A N C E M E N T  A N D  P R O M O T I O N
Changes to the Traditional “Up or Out” Model and Partnership
Since clearly the vast majority of professionals are not aspiring to the partnership ranks, it is
important to assess the extent to which firms are offering alternatives to the historically “up or out”
career track, as well as alternative partnership arrangements. 
• Non-partnership career tracks are often described as career senior/manager/senior
manager, whereby the firm and the professional have mutually agreed that the professional
will not progress upwards through the firm toward the partnership, but rather will remain at
a specified level. Alternative partnership arrangements include variations on the traditional
equity owner working full time and include part-time partners, non-equity owners or
graduated benefits.
• While still not the norm, since 1993 firms have been increasingly offering non-partnership
career tracks and alternative partnership arrangements. Typically these options are available
to professionals above the staff level. 
Table 11
Availability of Non-Partnership Career Tracks and 
Alternative Partnership Arrangements
By Firm Size
1993 1997 1999 2004
Non-Partner Non-Partner Non-Partner Non-Partner
Career Alternative Career Alternative Career Alternative Career Alternative
Track Partner Track Partner Track Partner Track Partner
All Firms 13% 3% 20% 6% 19% 5% 21% 9%
Under 5 members 10 3 17 5 12 2 20 8
5–10 17 3 22 6 28 9 22 12
11–20 20 7 31 12 43 15 25 5
Over 20 members 28 10 44 25 27 16 29 35
Professionals responding to the survey were also asked about their experiences with and views on
non-partnership career tracks and alternative partnership arrangements. (Note: Since these options
are generally not available to staff level professionals, any responses from staff were excluded from
the results reported here.) The following tables present professionals’ responses.
• Across all size firms, women report much higher usage rates and comfort levels with non-
partnership career tracks than men.
• Particularly at the senior manager and manager level, a high percentage (60% and 36%,
respectively) of female professionals reported having used these arrangements.
• Less than half of men and women report that the non-partnership career track is easy to
use in their office.
• The percentage of respondents indicating that there is a negative career impact from using
the non-partnership career track varies from 22% to 57%. At the manager and supervisor
level more male professionals express concern about the career impact than females, but
the reverse is true at the senior manager and partner level.
Table 12 
Public Accounting Professionals 
Views and Experiences with Non-Partnership Career Tracks 
By Position and Gender 
Partner Senior Manager Manager Supervisor
Female Male Female Male Female Male Female Male
Has used 13% 5% 60% 26% 36% 9% 14% 7%
Easy to use in office 36 42 44 44 44 45 36 50
Results in negative 36 22 30 28 33 57 36 46
career impact
The usage and perceived impact of non-partnership career tracks also varies by firm size.
• Both men and woman are much more likely to use non-partnership career tracks at small
local firms than other sized firms. Given the size and organizational structure of these firms,
partnership opportunities may simply not be offered to any professionals at these firms on a
regular basis.
• The usage rate of non-partnership career tracks drops off sharply for men at the large local
or larger firms. While usage rates for women range from 17% to 39% for women at all but
the small local firms, usage rates for men at these firms range from 3% to 19%.
• Non-partnership career tracks are also reported to be easier to use and less likely to have a
negative career impact at smaller firms than larger firms.
Table 13
Public Accounting Professionals
Views and Experiences with Non-Partnership Career Tracks
By Firm Size and Gender
Small Local Large Local Small Reg Large Reg Nat’l/Int’l
Female Male Female Male Female Male Female Male Female Male
Has used 62% 48% 39% 9% 35% 11% 27% 3% 29% 19%
Easy to use in office 58 48 49 56 43 28 17 38 34 41




As reported in Table 15, alternative partnership arrangements continue to be offered by firms of all
sizes. The following table reports on professionals’ views of these arrangements.
• Alternative partnership arrangements are used twice as often by female partners as male
partners. However, the reported comfort level if needed in the future is approximately the
same for male and female partners.
• Overall, professionals at the non-partner level report high comfort level in the arrangement if




Availability of Alternative Partnership Arrangements
By Position and Gender
Partner Senior Manager Manager Supervisor
Female Male Female Male Female Male Female Male
Has used 36% 16% * * * * * *
Not used, but 76 71 82 52 84 59 69 64
comfortable if
needed in the future
*Not available.
Professionals  Percept ions of  the Promotion Process
Notwithstanding the non-traditional career tracks discussed above, the majority of professionals in
public accounting expect to move up within the ranks. Accordingly, the survey solicited information
on perceptions of factors influencing the promotion processes and perceptions of fairness.
Professionals were specifically asked about promotions to non-partner positions.
• Over three-quarters of partners believe the promotion process is fair as compared to
approximately half of non-partner professionals. 
• There is some variability in perceptions of fairness by gender, but this differs by level in firm.
• Among male and female partners there is general agreement that the most important factors
affecting promotion are quality of work, developing business and developing trust among
partners. Female partners however were more likely to report that developing technical skills
influenced promotion (85%) than male partners (75%). While a small number of both male
and female partners reported that political positioning was important to promotion, slightly
more female partners indicated this as a factor (31%) than male partners (23%).
• When perceptions of factors influencing promotion are compared between partners and
other professionals, a clear pattern of disconnect emerges. Non-partner professionals agree
on the importance of quality related criteria, but are also more likely to believe that politics,
putting in a defined amount of time and meeting budget influence the promotion process
than partners.
Table 15
Professional Views on Factors
Influencing Promotion in Public Accounting
By Position and Gender
Partner Senior Manager Manager Supervisor Staff
Female Male Female Male Female Male Female Male Female Male
Process is fair 86% 79% 55% 60% 56% 50% 47% 45% 40% 30%
Quality work on 63 52 56 56 64 53 65 52 67 52
internal projects
Quality work on 96 93 81 85 91 83 85 88 89 90
client projects
Putting in a defined 36 32 53 43 47 38 57 57 53 45
amount of time
Acquiring advanced 85 75 69 72 76 68 78 67 73 68
technical skills
Acquiring advanced 65 71 56 56 65 58 61 68 65 60
people mgmt skills
Develop business 89 81 80 79 84 77 80 61 73 77
with existing clients
Develop business 89 87 79 85 88 82 79 73 67 84
with new clients
Develop trust 88 87 80 78 86 84 83 76 77 83
among partners
Personal connections 78 76 71 79 82 79 73 71 70 61
w/ partners/clients
Meeting/exceeding 57 51 55 63 67 46 66 57 59 73
hourly targets
Acquiring spec skills 72 73 58 68 67 63 66 58 71 74
Political positioning 31 23 43 56 41 44 34 36 25 21
22
23
The following table provides insights into whether perceptions about the promotion process vary by
firm size.
• The promotion process is more likely to be perceived as fair at the larger firms. With the
exception of the large regional firms, perceptions of fairness do not differ significantly
between male and female professionals.
• Perceptions of factors influencing the promotion process do vary somewhat by firm size
and gender, but the pattern and magnitude of differences do not appear particularly
predictable. The one exception is political positioning, which is perceived by very few
professionals at smaller firms to be important, yet is perceived by the majority of
professionals at national/international firms to be important
Table 16
Professional Views on Factors
Influencing Promotion in Public Accounting
By Firm Size and Gender
Small Local Large Local Small Reg Large Reg Nat’l/Int’l
Female Male Female Male Female Male Female Male Female Male
Process is fair 55% 53% 50% 50% 52% 54% 59% 75% 61% 62%
Quality work on 68 59 64 51 69 57 50 56 52 49
internal projects
Quality work on 87 89 88 86 81 82 90 90 83 87
client projects
Putting in a defined 44 41 51 36 59 43 54 37 54 49
amount of time
Acquiring advanced 72 66 76 68 72 76 81 70 72 73
technical skills
Acquiring advanced 53 59 61 59 58 66 73 64 71 67
people mgmt skills
Develop business 74 65 78 68 89 78 88 90 85 84
with existing clients
Develop business 68 76 75 79 88 81 94 96 87 86
with new clients
Develop trust 79 79 84 80 80 78 96 85 78 82
among partners
Personal connections 64 62 73 69 86 75 86 76 85 86
w/ partners/clients
Meeting/exceeding 46 46 61 55 81 63 68 65 68 54
hourly targets
Acquiring 59 57 67 63 69 79 80 77 64 68
spec skills
Political 15 12 32 26 46 38 43 44 64 59
positioning
T U R N O V E R
Turnover Rates in Public Accounting
There has been a notable increase in turnover of professionals in Public Accounting firms among
both men and women since 1999. The turnover for men is slightly higher than for women at each
level, and is much higher among larger firms.
• Turnover is the greatest at the larger firms at almost every level.
• Turnover is the highest at the staff and supervisor/senior level in every firm size. At these
levels the average turnover exceeds 25% per year, though it is somewhat lower for
smaller firms.
• At a number of levels and firm sizes, turnover rates for male professionals are actually
higher than turnover rates for female professionals. 
Table 17
Percentage Annual Male and Female Turnover Rates*
By Gender and Firm Size
1993 1997 1999 2004










































































































































































































































To understand reasons behind some of this turnover, firms were also asked to report the reasons
cited by professionals in exit interviews. 
• Across all firm sizes desire for change and work/life balance issues were the most
frequently cited reasons. 
• At the largest firms working conditions was also cited as having influence. At the smallest
firms, opportunities for advancement were also frequently cited.
Table 18
Factors Cited for Resignation Based on Exit Interview
Data Provided by Firms*
By Firm Size
















































































P R O F E S S I O N A L  D E V E L O P M E N T
Professional Views on Professional Development in Public Accounting
Firms expend considerable efforts to develop their professionals. The following tables report how
these efforts are perceived by the professionals.
• Across a variety of career development policies and programs, male and female
professionals report higher availability at larger firms. Though there are some exceptions,
generally female professionals report lower awareness of these policies and programs than
males at all firm sizes.
• Female professionals consistently report that it is more difficult to take advantage of
professional development activities at their firm.
• While having children under 20 does not appear to affect male professionals’ perceptions of




Awareness of Career Development Policies and Programs at Firms
By Firm Size and Gender
Small Local Large Local Small Reg Large Reg Nat’l/Int’l
Female Male Female Male Female Male Female Male Female Male
Networking opportunities 24% 30% 34% 39% 35% 56% 69% 66% 56% 56%
Client assignment policy 15 20 14 13 13 22 24 13 21 27
Manager/Partner 3 8 6 10 10 31 18 40 29 41
selection policy
Leadership development 8 15 12 13 33 56 45 57 55 65
program
Practice development 24 23 21 27 20 63 51 64 56 63
training
Easy to use 58 60 49 53 58 66 65 72 51 60
Operating effectively 37 44 33 38 43 61 56 62 42 59
Table 20
Public Accounting Professionals
Ease of Use of Career Development Policies and Programs at Firms
With Child under 20
Female Male Female Male
Easy to take advantage of 39% 48% 35% 51%
networking opportunities
Easy to take advantage of 23 40 19 43
leadership development programs
Easy to take advantage of 31 46 27 48
practice development training
Easy to take advantage of 54 60 50 61
professional development programs




Professionals Views on Mentoring in Public Accounting
Closely related to professional development is mentoring. Past surveys have indicated that many
firms offer mentoring programs to their professionals. The following table presents professional
views on these programs. 
• Availability of mentoring programs appears to be a function of firm size with the programs
being quite common at the largest firms and fairly uncommon at small local firms. At the
larger firms the programs are more likely to be described as formal rather than informal.
• Across firm sizes, female professionals report lower availability of mentoring programs than
male professionals. 
• Between 57% and 100% of those participating as either mentor or a protégé report
experiencing a tremendous/positive impact.
• Most professionals (male and female) do not report having a mentoring relationship outside
of their firm’s program.
Table 21
Public Accounting Professionals
Experiences in a Mentor Program
By Firm Size and Gender
Small Local Large Local Small Reg Large Reg Nat’l/Int’l
Female Male Female Male Female Male Female Male Female Male
Firm offers a 7% 13% 21% 21% 48% 53% 61% 75% 68% 82%
mentoring program
Program is formal 0 0 41 20 54 57 59 53 68 66
Available to any 57 22 52 40 38 57 68 65 61 58
firm member
Participate as 3 4 10 5 21 19 37 36 32 44
a protégé
Participate as 2 5 13 13 16 25 35 53 42 57
a mentor
Realize tremendous/ 100 80 75 85 57 100 82 90 86 92
positive impact
Mentoring relationship 14 11 10 8 8 0 18 18 34 34
outside of firm
The following table provides some insights into the nature of the mentoring relationship of public
accounting professionals.
• Most male and female public accounting professionals view their mentor as a guide, though
women are more likely than men to view their mentor as a model, observer or teacher.
• Quarterly meetings seem to be the most prevalent among all respondents.
• When asked how the mentoring relationship could be improved, male and female
professionals were most likely to cite better definition of expectations.
Table 22
Public Accounting Professionals












Semi annually 21 23
Annually 2 4
Desired Improvement to Relationship
Better definition of expectations 64 62
More formal meeting schedule 31 44
Input to the matching process 21 23
Access to literature/training 30 21
Mentor who suggests and provides resources 26 23
Mentor provides developmental activities 23 19
28
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W O R K / L I F E  E F F E C T I V E N E S S
Availability and Motivations for Offering Alternative Work Arrangements
A longstanding concern in public accounting has been consideration for how professionals can
achieve success both at home and at work. This concern is often termed work/life balance or
work/life effectiveness. One way that firms have begun to address this issue is to offer alternative
work arrangements.
• Overall firms have increased the availability of alternative work arrangements since the
earlier surveys. 
• Currently firms of all sizes are increasingly offering workplace flexibility, typically in the form
of flex-time, part-time schedules, or summer/holiday hours. Job-sharing, work-at-home and
telecommuting are less commonly available. However, work-at-home, job-sharing and
telecommuting are more common at larger firms. 
Table 23
Trend of Firms Offering Alternative Work Arrangements






















Firms Offering Alternative Work Arrangements
By Firm Size
All Firms 1–4 5–10 11–20 Over 20
Flex-time hours 66% 68% 64% 60% 71%
Part-time hours 70 68 72 75 88
Special summer 52 51 54 50 47
or holiday hours
Work at home options 31 35 27 15 53
Telecommuting 16 17 15 10 29

















































Firms were also asked about their motivations when making decisions on work/life policies. 
• Retention, morale, productivity and value of individuals are reported by firms to be drivers
of management decisions about work/life policies at all sized firms. 
• Though of lesser concern, the largest firms also cited management costs and recruitment
as additional motivations for work/life policies. 
Table 25
Importance of Objectives in Management Decisions
On Work/Life Policies
By Firm Size
All Firms 1–4 5–10 11–20 Over 20
Retention 77% 73% 85% 85% 81%
Value of individuals 75 75 74 75 75
Morale 73 72 77 65 88
Productivity 70 71 68 70 81
Addressing work/ 55 56 55 50 69
family concerns
Management costs 54 54 53 50 75
Absenteeism 46 49 41 40 50
Recruitment 42 35 55 50 63
Avai labi l i ty  of  Fami ly-Related and Employee Relat ions Programs
Consistent with earlier surveys, firms were also asked about their policies or planned policies for
family-related programs.
• Availability of family-related programs has not appreciably changed since prior surveys.
Although not widely available, the most commonly available programs in descending order
are parental leave (most commonly unpaid except at the Big Four Public Accounting firms);
dependent care (emergency back-up child care and elder care); and flexible spending
















































































































































































The current survey also asked firms about the availability of employee relations programs intended
to foster a more tolerant work environment. 
• A growing number, but still very small, number of firms offer sexual harassment sensitivity
training, gender awareness and diversity training. 
Table 27
Programs for Professional Staff
Firms with Training and Employee Relations































































Professional  Views on Alternat ive Work Arrangements
Professionals were also asked how concerned they were with work/life effectiveness.
• Both men and women express high levels of concern for work/life effectiveness 
(between 72% and 92%).
• While overall women and men with children express the greatest concern about the 
issue, it is noteworthy that professionals at all levels from staff to partner report similar
levels of concern. 
Table 28
Public Accounting Professionals
Concerned with Work/Life Effectiveness
By Position, Gender and with Children Under 20
Partner Senior Manager Manager Supervisor Staff
Female Male Female Male Female Male Female Male Female Male
Overall concern 87% 76% 86% 72% 90% 84% 90% 83% 87% 83%
W/child(ren) under 20 91 86 92 73 91 90 92 84 87 86
Because alternative work arrangements are one way professionals can deal with work/life
effectiveness, the survey also solicited professional views on both how easy the arrangements are
to use and whether the arrangements are operating effectively. 
• At the senior manager and manager levels, female professionals were more likely than
males to report that the arrangements are easy to use whereas female partners, seniors
and staff report a less positive view of the arrangements than their male counterparts. 
• Eighty percent of male partners reported the alternative work arrangements are operating
effectively. A lower percentage of female partners and all non-partner professionals reported




By Position and Gender
Partner Senior Manager Manager Supervisor Staff
Female Male Female Male Female Male Female Male Female Male
Easy to use 60% 70% 54% 41% 57% 58% 50% 62% 54% 57%




By Firm Size and Gender
Small Local Large Local Small Reg Large Reg Nat’l/Int’l
Female Male Female Male Female Male Female Male Female Male
Easy to use 68% 66% 55% 65% 58% 79% 38% 60% 41% 44%
Operating effectively 78 79 68 74 65 75 57 69 50 55
Alternat ive Work Arrangements Fol lowing Materni ty/Paterni ty  Leave
Because alternative work arrangements are often utilized to phase back into the workplace
following maternity/paternity leave, we also asked professionals in this group about their
experiences.
• Over one-third of female professionals report using a flexible work arrangement after
returning from maternity leave as compared to only 9% to 20% of male professionals. Usage
varied, though in no predictable pattern across levels.
• For both male and female professionals, usage rates were significantly higher at smaller
firms. Noteworthy is the finding that while 26%/15% of males used alternative work
arrangements following paternity leave at small/large local firms, no more than 6% of male
professionals reported using these arrangements at regional or national/international firms.
• Ease of use was reported to be fairly high across all levels and firm sizes, though females
generally reported lower ease than males.
• Negative career impacts were all below 50%, though there was some variability by gender
depending upon level. At the small local firms less than 20% of all professionals reported
that there was a negative career impact from using an alternative work arrangement. At
virtually all levels and firm sizes, fewer men reported that there was a negative career
impact from an alternative work arrangement than women.
Table 31
Alternative Work Arrangements Policies and Utilization After Maternity Leave
By Level and Gender
Partner Senior Manager Manager Supervisor Staff
Female Male Female Male Female Male Female Male Female Male
Respondent has used 33% 11% 42% 10% 43% 9% 31% 13% 39% 16%
Easy to use 51 74 61 52 54 71 47 58 47 73
Negative career 17 13 41 29 39 41 38 45 36 24
impact if used
Table 32
Alternative Work Arrangements Policies and Utilization After Maternity Leave
By Firm Size and Gender
Small Local Large Local Small Reg Large Reg Nat’l/Int’l
Female Male Female Male Female Male Female Male Female Male
Respondent has used 56% 26% 40% 15% 42% 4% 39% 2% 22% 6%
Easy to use 64 62 55 72 38 73 39 56 46 60




Retent ion of  Women fo l lowing Materni ty  Leave
Recently there has been considerable attention in the press about an opt-out revolution taking place
among higher-level female professionals in all fields. Accordingly, this survey asked firms
specifically about their experiences with retention of women following maternity leave.
• There is no compelling evidence for an opt out revolution taking place among women CPAs
at Public Accounting firms. At least 90% of all women taking maternity leave return 
to work on either a full or part-time basis. 
• While there has been some variability in female professionals returning to work following
maternity leave, all categories of firms are reporting higher percentages in 2004 than 
in 1999 or 1997.
Table 33
Female Professionals (Total) 
Who Return to Work After Having a Child
1993 1997 1999 2004
Full time 62% 51% 50% 62%
Part-time 27 38 39 28
Did not return 11 11 11 10
Table 34
Female Professionals Who Return to Work Full-Time
After Having a Child
By Firm Size
1993 1997 1999 2004
All Firms 62% 51% 50% 62%
Under 5 members 67 57 57 61
5–10 58 50 50 71
11–20 58 48 42 56
Over 20 members 63 39 39 60
C H A N G I N G  W O R K F O R C E
Work Habits of Professionals
Given the fact that technology is changing the way individuals work, the survey also asked
professionals about their work habits, including questions to better understand how the separation
between work and personal life may be affected.
• Over half of managers, senior managers and partners report checking voice-mail and e-mail
from home once a week or more. Within each level, slightly fewer women than men
reported checking in once a week or more. This finding varied somewhat by firm size, with
only professionals at regional or larger firms reporting they check voice-mail or e-mail from
home once a week or more. 
• Similar patterns occurred for working from home in the evening or weekends. Managers or
above and professionals at regional or larger firms were more likely to engage in this work
pattern whereby work was taken home.
• Engaging in practice development and networking activities was also more common at
higher levels and at larger firms, and in most cases, was more common for male than
female professionals.
• Higher-level professionals also report higher frequencies of doing personal business or
attending family events during business hours. Interestingly, female professionals tended to
report similar or lower frequencies of personal business or family events during business
hours than males.
• Across all firm sizes, levels and genders, it is extremely uncommon for professionals to
attend school, do volunteer work or engage in leisure activities once a week or more. Only
during non-critical times do even a quarter of professionals report engaging in leisure




Various Activities Once a Week or More
By Level and Gender
Partner Senior Manager Manager Supervisor Staff
Female Male Female Male Female Male Female Male Female Male
Check voice mail 64% 78% 49% 68% 53% 57% 38% 38% 18% 7%
from home
Check e-mail from home 60 66 50 57 50 55 37 47 29 31
Access firm’s computer 50 51 42 47 39 38 30 33 14 10
network from home
Work from home 68 63 51 55 43 51 34 36 19 19
in evening
Work from home 62 50 34 46 32 37 26 26 15 16
on weekends
Attend a networking 32 42 8 22 8 13 7 10 8 9
function
Practice development 39 51 14 30 10 25 5 22 3 3
Personal business 24 41 35 34 32 32 21 22 20 29
during business hours
Attend family events 18 28 14 18 11 8 8 6 7 9
Volunteer work 14 26 8 11 8 7 5 3 10 3
Attend school 0 2 1 3 5 7 3 4 2 0
Leisure activities 5 25 10 10 8 9 9 8 6 12
Personal activities 12 24 6 8 8 12 5 9 6 13
during critical projects
Personal activities during 34 51 36 35 38 31 23 30 31 31
non critical projects
Table 36
Various Activities Once a Week or More
By Firm Size and Gender
Small Local Large Local Small Reg Large Reg Nat’l/Int’l
Female Male Female Male Female Male Female Male Female Male
Check voice mail 23% 29% 27% 40% 52% 51% 67% 76% 84% 84%
from home
Check e-mail from home 38 42 28 37 63 65 57 59 74 76
Access firm’s computer 18 11 19 20 41 50 38 47 71 70
network from home
Work from home 28 28 29 34 53 28 35 64 71 73
in evening
Work from home 22 24 22 25 40 25 30 43 55 61
on weekends
Attend a networking 6 16 7 20 25 26 14 29 14 23
function
Practice 8 15 7 21 12 51 21 51 18 36
development
Personal business 25 34 27 35 28 29 15 26 26 28
during business hours
Attend family events 14 19 10 11 10 13 2 15 8 19
Volunteer work 14 14 8 10 8 19 7 21 3 7
Attend school 4 2 4 4 3 0 0 0 1 6
Leisure activities 7 15 10 15 11 24 2 12 6 11
Personal activities 6 11 6 11 0 10 6 16 14 16
during critical projects





W A G E - E A R N E R  S T A T U S  I N  F A M I L Y
Spousal Employment Status
An important consideration to understanding much of the data presented in this study is the wage-
earner status of the respondents.
• Within the population of CPAs surveyed, males overwhelming are the primary wage earners
in their household. At each successive level, a higher percentage of males report being the
primary wage earner, from 69% at the staff level to 94% at the partner level. This pattern of
increasing likelihood of being the primary wage earner also occurs for females, ranging from
27% at the staff level to 50% at the partner level. 
• Overall, women are at parity with the wage-earning capacity of their spouse. Perhaps more
significant in terms of spousal support, no more than 12% of female professionals in any
category report having a spouse who does not work as compared to between 19% and 
47% of males depending upon level and firm size. 
• Some variability between wage earner statuses is apparent depending upon firm size and
gender. In general, at smaller firms dual-career couples are more common and wage-earner
status is more likely to be similar between spouses. 
Table 37
Public Accounting Professionals
Employment Status of Spouses
By Position and Gender
Partner Senior Manager Manager Supervisor Staff
Female Male Female Male Female Male Female Male Female Male
Primary wage earner, 12% 47% 9% 40% 9% 31% 5% 18% 9% 19%
spouse does not work
Primary wage earner 38 47 27 45 19 48 32 52 18 50
with working spouse
Equal wage earner 44 5 44 14 46 17 41 23 36 23
with working spouse




Employment Status of Spouses
By Firm Size and Gender
Small Local Large Local Small Reg Large Reg Nat’l/Int’l
Female Male Female Male Female Male Female Male Female Male
Primary wage earner, 8% 20% 6% 26% 11% 38% 5% 38% 11% 46%
spouse does not work
Primary wage earner 21 54 22 55 39 48 33 52 26 36
with working spouse
Equal wage earner 38 20 45 14 29 14 49 8 47 17
with working spouse
Spouse is primary 33 6 27 5 21 0 13 2 16 1
wage earner
P R O F E S S I O N A L S  I N  B U S I N E S S
A N D  I N D U S T RY
In addition to surveying AICPA members in public accounting, this study also solicited feedback
from AICPA members in business and industry (B&I). Prior surveys did not include this group;
therefore only data from 2004 is presented in this section.
P U B L I C  A C C O U N T I N G  E X P E R I E N C E
Public accounting has historically been the first job held by new accounting graduates. Accordingly
we asked B&I professionals about their public accounting experience.
• Over three-quarters of the B&I professionals had previously worked in public accounting
and very few survey respondents had recently left public accounting. More than half 
of respondents had left public accounting more than 5 years ago.
• Female professionals on average left public accounting with less experience. Though
slightly more than 40% of male and female respondents left public accounting at the
senior/supervisor level, 20% of female respondents left as staff as compared to only 
12% of males. Twenty-eight percent of female respondents report leaving at the manager
level or above as compared to 42% of males. 
Table 39
Business & Industry Professionals
Number of Years Since Leaving Public Accounting
By Gender
Female Male
Never in Public Accounting 22% 22%
Worked in Public Accounting 78 78
Years since leaving Public








Business & Industry Professionals






Senior Manager 8 12
Director* 0 1
Partner 2 8
*The definition of director varies from firm to firm. Typically these represent non-equity ownership.
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Questions were also posed to better understand the reasons why professionals left public accounting
for business and industry, and if there were noteworthy gender differences in the reasons.
• Both men and women most frequently cited working conditions (schedule, hours
assignments) as an influential factor in leaving, though it was cited more frequently by
women (90%) than men (80%). 
• The second most frequently cited reason was work/life issues which again was cited more
frequently by women (86%) than men (70%).
• Slightly more men than women cited a desire for change, opportunities for advancement
and salary/benefits.
• Less then half the professionals surveyed cited degree of challenge, interaction with
colleagues or interaction with clients/regulators as an influence for leaving public
accounting. However, it should be noted that 36% of female respondents cited interaction
with colleagues as compared to only 23% of male respondents.
Table 41
Business & Industry Professionals
Influential Factors in Leaving Public Accounting
Female Male
Working conditions 90% 80%
(schedule, hours, assignments)
Work/life issues 86 70
Desire for change 72 78
Opportunities for 63 70
advancement
Salary/benefits 61 69
Degree of challenge 45 44
Interaction with colleagues 36 23
Interaction with clients, 22 20
regulators
V i e w s  o n  O p p o r t u n i t i e s
Since over half of the professionals surveyed said that opportunity for advancement was a factor in
leaving public accounting, it is of interest to assess their views on opportunities for advancement in
their current field.
• Only 10% of females and 9% of males say opportunities abound in business and industry.
When compared to between 12% and 42% of professionals in public accounting (see Table 8).
• In general, males and females in business and industry view opportunities similarly, though
women are just slightly more pessimistic. 
• Males and females also view the possibility to achieve their objectives similarly, though
less than half believe it is possible to do so.
Table 42
Business & Industry Professionals
Opportunities for Advancement in Business 
and Industry By Gender
Female Male
Opportunities abound 10% 9%
Opportunities exist, 43 43
but are quite limited
Moderate opportunities 27 34
No opportunities 20 14
Table 43
Business & Industry Professionals
Possible to Achieve Objectives within Five Years
By Gender
Female Male
Yes, definitely 34% 31%
Yes, probably 44 49




E x p e c t a t i o n s  A b o u t  F u t u r e  E m p l o y m e n t
Survey respondents were also asked about their expectations about future employment. 
• Business and industry professionals primarily expect to stay within their chosen business;
however, less than half plan to stay with their current companies. This finding is similar for
men and women. 
• Some differences in expectations to remain in current industry and employer did emerge
among various age groups. With the exception of respondents over age 55, at least 
three-quarters of all other age groups planned to remain in their current industry for the next
ten years. It should be noted though that even among those 55+, 70% reported intending
to remain in their industry for at least 10 years. 
• Only 36% of respondents under 35, however, plan to remain with their current 
employer. Between 46% and 50% of the other age groups plan on remaining with their
current employer.
Table 44




Expect to stay in their 81% 85%
chosen business
Expect to stay with 43 49
their companies
Table 45
Business & Industry Professionals
Future Employment Expectations
By Age Group
Under 35 36–44 45–54 55+
Expect to spend next 10 years 78% 88% 81% 70%
in business/industry
Expect to spend next 10 years 36 46 50 49
with current company
V i e w s  o n  P r o f e s s i o n a l  D e v e l o p m e n t
Historically public accounting has a reputation for focusing on professional development of its
employees. Accordingly, we also asked the business and industry professionals what opportunities
exist with their current employer related to professional development programs, and which
programs the respondents plan to use.
• Only professional dues reimbursement and tuition reimbursement are widely offered 
by business and industry employers in this survey. Among those who have these benefits
available, less than 20% and 2% plan to use dues reimbursement and tuition reimbursement
respectively. 
• Only a fraction of the B&I professionals in this survey report their employers offer leadership
development, networking opportunities, mentoring programs or corporate universities. And
among those who have these benefits available, only networking opportunities are
significantly used by the professionals.
Table 46
Business and Industry Professionals
Professional Development Programs Offered
By Gender
Female Male
If Offered If Offered
Offered Plan to Use Offered Plan to Use
Professional dues reimbursement 86% 20% 82% 17%
Tuition reimbursement 72 1 68 2
Leadership development 31 22 28 22
Networking opportunities 25 67 27 61
Mentoring program 18 24 16 11
Corporate university 12 13 15 20
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V i e w s  o n  M e n t o r i n g
Just as in public accounting, mentoring is closely related to a professional’s development and
advancement. The following table presents professional views on these programs.
• Approximately three-quarters of female and male professionals have an internal mentoring
relationship that is either formal or informal. This figure is slightly higher for males 
at 80% versus 74% of females. 
• Over twice as many women as men (59% vs. 25%) report that their employer offers 
a formal mentoring program; however, virtually no men or women report participating 
in the formal programs. 
• Overwhelmingly, survey respondents report that the mentoring relationship has had an
overall positive impact on their careers. Eighty-seven percent of men report the experience
has had a positive impact as compared to 79% of women. 
• The majority of respondents indicate the role of their mentor is as a guide. Though there 
are slight differences by gender, less than half of respondents stated the role of a mentor 
is a model, observer or teacher.
• Frequency of meetings between the mentor and protégé is most often monthly, although
overall men tend to meet more often with their mentors than women.
Table 47
Business & Industry Professionals




Internal mentoring relationship (formal or informal) 74% 80%
Formal program offered 59 25
Participate as a Protégé 4 3
Participate as a Mentor 5 6










Semi annually 2 10
Annually 7 *
Desired improvement to relationship
Better definitions of expectations 38 83
More formal meeting schedule 38 33
Input to the matching process 17 17
Access to literature/training 21 25
Mentor who suggests and provides resources 21 33
Mentor who provides developmental activities 21 25
Mentor who facilitates learning 21 17
Mentor with more diverse experience 21 8
Protégé who is open to suggestions 10 17
*Not Available
P e r c e p t i o n s  A b o u t  t h e  P r o m o t i o n  P r o c e s s
In contrast to public accounting, the promotion process in business and industry is less structured
and predictable than in public accounting. Accordingly, the survey asked business and industry
professionals about their perceptions of factors that influence the promotion process.
• The top three factors cited by both female and male professionals related to quality of
relationships with superiors and quality of work. The specific items were (1) developing
trust among senior managers, (2) improving internal business process, and (3) having
personal connections with senior managers. These factors were cited by between 69% and
85% of professionals, with little difference by gender.
• In contrast, working a defined amount of time and working long hours were the least
frequently cited factors, indicated by no more than 36% of respondents as influencing the
promotion process.
• While overall there were only minor gender differences in this area, female respondents
tended to indicate that more factors influenced the promotion process than males
Table 48
Business & Industry Professionals
Factors that Influence Promotion Process in Business/Industry
By Gender
Female Male
Developing trust among senior managers 85% 83%
Improving internal business processes 72 69
Having personal connections with senior mgrs 72 76
Quality work/internal finance projects 71 68
Acquiring people management skills 65 57
Merit 60 58
Political positioning 58 52
Acquiring technical skills 58 49
Quality work/non finance projects 57 57
Acquiring specialized skills 51 49
Participating in new product development 42 44
Working defined amount of time 36 24
Working long hours 33 29
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W o r k / L i f e  E f f e c t i v e n e s s
Given that one of the top two reasons professionals left public accounting was due to work/life
issues, the survey also asked questions about availability and usage of flexible work arrangements
and work/life support programs in business and industry.
• Over three-quarters of all professionals in business and industry said that work/life issues
were of concern to them, with 87% stating it was important as compared to 78% of men.
• Flex-time (female 57% /male 52%) and part-time (50% /43%) are the most widely used form 
of flexible work arrangements although fewer men (22% vs. 8%) take advantage of flex- 
time hours.
• Less than half of women and men agree that flexible work arrangements in their company
are easy to use while more than half agree these programs are operating effectively.
• Women are more concerned than men about work/life effectiveness (87% /78%) but each 
is highly concerned.
• Companies are supportive of staff using flexible work arrangements, but not 
extremely supportive.
• Maternity leave and dependent care flexible spending account are the most widely offered
and used work/life policies.
• Most companies offer flexible work arrangements after maternity leave on an as 
needed basis.
Table 49
Business & Industry Professionals
Importance of Work/Life Issues
By Gender
Female Male
Importance of work/life issues 87% 78%
Table 50
Business & Industry Professionals
Availability and Usage of Flexible Work Arrangements
By Gender
Female Male
Has Uses or Has Uses or
Has Plans Has Plans
Flex-time hours 57% 65% 52% 56%
Part-time hours 50 22 43 8
Job sharing 11 1 8 *
Telecommuting 27 20 25 20
Work at home options 20 23 19 28
Special summer 15 19 14 22
or holiday hours
None of the above 23 * 26 *
*Not Available
Table 51
Business & Industry Professionals




Extremely supportive 10% 8%
Supportive 53 65
Not supportive 22 18
Ease of Use: Very easy and easy 42 40




Has Uses or Has Uses or
Plans to Plans to
Maternity leave 86% 27% 88% 1%
Paternity leave 38 * 33 6
Child care resource 19 3 16 1
and referral
On-site child care facility 6 2 6 1
Off-site child care facility 3 * 4 *
Sick/emergency 22 10 41 18
child care
Elder care leave 16 2 16 2
Adoption assistance 25 1 21 *
Domestic partner benefits 19 * 20 1
Dependent care flexible 74 35 59 26
spending account
Relocation assistance 33 4 39 8
*Not Available
Table 53
Flexible Work Arrangements Available after Childbirth
Female Male
Company allows 29% 34%
(formal and informal policies)
Yes, ad hoc basis 43 37
Respondent has taken advantage of 35 13
Other staff has taken advantage of 77 80




Various Activities Once a Week or More
By Gender
Several times Less than
a week Once a week Once a month once a month
Female Male Female Male Female Male Female Male
Check voicemail 26% 30% 15% 16% 15% 14% 44% 40%
from home
Check e-mail from home 32 34 15 17 9 10 44 39
Access firm’s computer 23 28 16 16 12 10 50 46
network from home
Work from home 25 20 18 24 19 19 38 37
in evening
Work from home 16 15 16 18 26 24 41 43
on weekends
Attend networking 2 * 4 4 19 32 76 75
function
Business development 2 3 6 4 19 24 74 70
activity
Attend family events 2 1 8 12 18 22 73 66
Volunteer work 1 1 6 7 9 15 84 78
Attend school 1 1 2 1 2 2 96 96
Leisure activities 2 5 4 6 17 20 77 69
Non business activities 2 3 8 7 14 18 76 73
during business hours
during busy periods
Non business activities 2 2 6 5 10 9 82 84
during business hours
during critical projects
Non business activities 6 5 15 19 34 30 46 46
during business hours
during non critical times
*Not Available
• Among married respondents with both parties working, the primary wage earners are 
men (46%/31%).
• Among married respondents with both parties working and wages are equal wage women
outnumber men (44%/15%).
• Male wage earners are a greater proportion of the highest salary range (female 15%/male
20%) and conversely there are more female wage earners in the lowest salary range
(female 32%/male 20%).





Spouse does not work 9% 37%
Spouse works. 31 46
I am primary wage earner.
Spouse works. 44 15
We are equal wage earners.
Spouse is primary wage earner. 16 2
Table 56













R E C O M M E N D AT I O N S
Career Advancement
• Leadership should take note that a substantial and growing proportion of their workforce
(men as well as women) are not nearly as interested or motivated to become a partner 
as they themselves were. This echoes a larger trend over the past decade throughout
corporate America, whereby college-educated (high-performing) men as well as women 
are declining advancement opportunities that are perceived to involve more overwork and
thus a lower quality of life (16% increase among men; 23% increase for women. Source:
2004 National Study of the Changing Workforce, Families and Work Institute, New York).
This reality requires new thinking about the entire employment value proposition 
by all stakeholders. 
• Leadership needs to spend more time, effort and resources getting in direct touch with their
employees at all levels to redefine what it is that people really need to thrive today, given all
of the demographic, economic and political change that has taken place over the past
decade. Our findings illustrate significant gaps between what firms think motivates and
retains people and what is effective in actual practice. 
• Women need to meet their employers more than halfway by taking the initiative to learn
about career opportunities in their organization and also to inform superiors about their
career aspirations and doubts. Our findings reveal that women experience far greater levels
of uncertainty about their career prospects and goals than their male colleagues. The
provision of safe, trusted contacts and a confidential process for the exchange of two-way
information is required to address the root cause(s) of this lack of resolve that causes so
many women to derail their trajectory to the top. 
Mentoring
• Mentoring is a leadership development strategy that is highly valued by accounting
professionals. However, employers could be more proactive in providing guidance to both
mentors and protégés on how to have a more effective mentoring relationship in order 
to ensure that the benefit of this resource is maximized.
• Professionals should be proactive in identifying a mentor or mentors who can act as 
a board of directors assisting in different areas of one’s career. These mentors do not
necessarily need to be at their existing employer.
• For women in particular, mentoring relationships may need to be customized to address any
perceived lack of certainty about career paths and advancement.
Leadership Development
• Firms and companies must provide access to professional development opportunities 
for their increasingly diverse workforce. Traditional methods of supporting professionals 
in their advancement are not working effectively for people in today's workforce. Key
leadership programs include networking, leadership development, practice development 
and mentoring.
Work/Life Effectiveness
• Work/life effectiveness must be perceived as a business strategy, not a trivial pursuit. 
It is a top cause of turnover, overwork and stress in today’s workforce and thus a major
contributor to escalating healthcare costs. Firms should spend more time and resources 
to explore and implement best practices that add demonstrated value to personal and
business outcomes in the professional services industry. This can include, for example,
tailoring work assignments to minimize travel and helping clients understand that only
machines can be made available “24/7”, not high caliber professionals, who today are
increasingly likely to be equally devoted to their work, their family and their community.
• Employers need to address the issue of providing role models in their organization who are
professionally successful while enjoying a successful personal life. These leaders should 
be vocal about the hours they keep, the values they hold, the relationships they prize
outside of work, and the examples they choose to set.
• Firms must create an environment where people from more diverse backgrounds will be
comfortable and successful, since the majority of entrants into the profession during this
century will increasingly consist of women and minorities. It is also becoming evident that
engagement teams that mirror the diversity of their client base garner more business 
over time. 
Changing Workforce
• Many high-level professionals in accounting have a traditional family configuration that
includes the full-time support of a non-working spouse at home. Firms that are recruiting
career entrants need to consider how well this model resonates with younger employees
who may not have the interest, opportunity or financial resources to replicate this type 
of family structure, which today accounts for less than 15% of all households in the 
United States. 
Employers should consider how their business model and work environment serve a workforce
where three-quarters of families are composed of dual-career couples. In the high-demand, 
high performance professional service industry it is necessary to consider how supports can 
be provided to professionals that otherwise would have been provided by stay-at-home spouses.
This is particularly relevant to the retention and promotion of women who typically are in a family
structure with children and dual wage earners. 
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A P P E N D I X :  S U RV E Y  I N S T R U M E N TS
A I C PA  Wo r k / L i f e  a n d  Wo m e n ’s  I n i t i a t i ve s
E xe c u t i ve  C o m m i t t e e
2 0 0 3 / 2 0 0 4  S u r vey  o f  F i r m s
Note: Except where noted, your responses should cover all of your firm’s domestic offices or
locations only for your firm’s most recent fiscal year.
I .  P r o f e s s i o n a l s  a t  Yo u r  F i r m
Note: For the purposes of this survey, “professionals” means client service professionals only and
are defined as CPAs, prospective CPAs, and others with a similar amount of academic training in a
field that is part of the practice of public accounting (e.g., consulting). Partners and others in
equivalent positions (such as Shareholders) are included in the above definition.
1. Please indicate below — for males and females — the total number of professionals currently
employed full-time by your firm, currently employed on a regular part-time basis by your firm,
hired (experienced and entry level) by your firm within the past three years, admitted to Partner
or as Shareholder within the past three years, and who were promoted (to various levels) within
your firm within the past three years. (If your answer in any category is none, enter 0.)
Professionals
Position Does Number of Number of Total
Not Exist Males Females Number
a. Currently employed full-time by your firm
b. Currently employed on a regular part-time
basis by your firm
c. Hired within the past three years
d. Admitted to Partner or admitted as
Shareholder within the past three years
e. Promoted to Principal within the past
three years 
f. Promoted to Director within the past
three years 
g. Promoted to Senior Manager within the
past three years
h. Promoted to Manager within the past
three years 
i. Promoted to Supervisor/Senior within the
past three years
2. Please indicate below the current total number of male and female professionals who are
partners/shareholders, principals, directors, senior managers, managers, supervisors/seniors, and
staff accountants at your firm. (If your answer in any category is none, enter 0.) 
Note: The grand total in this question should equal the sum of the total number of professionals
you indicated are employed full-time in the firm (question 1a) plus the total number of professionals
you indicated are employed on a regular part-time basis by the firm (question 1b).
Professionals
Position Does Number of Number of Total







g. Staff Accountants 
Totals:
3. Please indicate below, for the past three years, the turnover (those who leave the firm) among
male and female partners/shareholders, principals, directors, senior managers, managers,
supervisors/ seniors, and staff accountants at your firm. (If your answer in any category is
none, enter 0.)
Professionals — Turnover
Position Does Number of Number of Total











4. Please indicate below, the number of male and female professionals currently in each of the
following senior management positions that exist within your firm. (If your answer in any position
that exists in your firm is none, enter 0.)
Professionals
Position Does Number of Number of
Not Exist Males Females
Firm Management/Practice Management
a. Policy level senior partners 
b. National practice management level/senior partners/vice chairs
c. Regional partners
d. Office managing partners
Client and Functional Service Areas
a. Firm Director of Audit
b. Firm Director of Tax 
c. Firm Director of Consulting
d. Firm Directors of Client Service Practice Areas
(e.g., information technology, litigation, actuarial and benefits) 
e. Firm Directors of Industry Specialty Areas
(e.g., health care, real estate, financial services) 
f. Other senior management positions not included above
(please specify): 
I I .  F i r m  P o l i c i e s
5a. Does your firm offer any alternative partnership or ownership arrangements (e.g., part-time
partnership/shareholder or graduated benefits)? ■ Yes ■ No
6a. Does your firm offer a non-partnership or non-shareholder career alternative for professionals?
■ Yes ■ No (Skip to question 7a.)
b. Please indicate the year in which your firm instituted this non-partnership or non-shareholder
career alternative, and the number of male and female professionals currently using this
alternative. (If none, enter 0.)
Year in which non-partnership or non-shareholder career alternative was instituted:
Number of male professionals currently using this alternative:
Number of female professionals currently using this alternative:
7a. Please indicate in Column A whether your firm currently has a program/policy (either written or
unwritten) in each area listed.
For those area(s) where your firm does not currently have a program/policy, please indicate in
Column B whether your firm plans to implement a program/policy in the area within the next
three years.
Column A Column B
Does your firm currently If your firm does not have a
have a program/policy program/policy, does your firm
(either written or unwritten)? intend to implement one within
the next three years?
Yes, Yes, No Yes, Yes, No
firm-wide local office firm-wide local office
option option
i. Maternity leave (paid or unpaid) ■ ■ ■ ■ ■ ■
ii. Paternity leave (paid or unpaid) ■ ■ ■ ■ ■ ■
iii. Child care resource and referral program ■ ■ ■ ■ ■ ■
iv. On-site firm-sponsored child care facility ■ ■ ■ ■ ■ ■
v. Off-site firm-sponsored child care facility ■ ■ ■ ■ ■ ■
vi. Sick/emergency child care ■ ■ ■ ■ ■ ■
vii. Elder care leave ■ ■ ■ ■ ■ ■
viii. Adoption Assistance ■ ■ ■ ■ ■ ■
ix. Domestic Partner Benefits ■ ■ ■ ■ ■ ■
x. Dependent Care ■ ■ ■ ■ ■ ■
xi. Flexible Spending Account ■ ■ ■ ■ ■ ■
b. For those areas listed above in which your firm currently has a policy/program, does your
firm intend to make any changes to these policies/programs within the next three years?
(If your firm does not have a policy/program in any of the above areas, please check here ■  
and skip to question 8.) ■ Yes ■ No (Skip to question 8.)
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8. Of the female professionals who have had a child within the past three years while with your
firm, please indicate below the number that returned to the firm on a full-time basis, returned to
the firm on a part-time basis, or did not return to the firm. (If no female professionals had a child
within the past three years while with your firm, please check here ■  and skip to question 9a.)
a. Returned to the firm on a full-time basis:
b. Returned to the firm on a part-time basis:
c. Did not return to the firm:
9a. Please indicate in Column A which, if any, of the following flexible work options your firm
currently offers. For those option(s) that your firm does not currently offer, please indicate in
Column B whether your firm plans to implement the option within the next three years.
Column A Column B
Does your firm currently offer...? If your firm does not currently
offer the option, does your
firm intend to offer it within
the next three years?
Yes, Yes, No Yes, Yes, No
firm-wide local office firm-wide local office
option option
i. Flex-time hours ■ ■ ■ ■ ■ ■
ii. Part-time hours ■ ■ ■ ■ ■ ■
iii. Job Sharing ■ ■ ■ ■ ■ ■
iv. Work-at-home options ■ ■ ■ ■ ■ ■
v. Special summer or holiday hours ■ ■ ■ ■ ■ ■
vi. Telecommuting ■ ■ ■ ■ ■ ■
b. For those option(s) listed above which your firm currently offers, does your firm intend to
make any changes in the near future? (If your firm does not offer any of the above options,
please check here ■ and skip to question 10.) ■ Yes ■ No (Skip to question 10.)
10. For those programs/policies concerning work and family issues (e.g., flexible work options,
parental leaves of absence and other programs described in questions 7 and 9) which your firm
currently offers, plans to change, or plans to offer within the next three years, please indicate
below the overall importance of each of the following factors to your firm in making such decisions.
Very Moderately Not Particularly
Important Important Important
a. Recruitment ■ ■ ■
b. Retention ■ ■ ■
c. Managing costs or size of workforce ■ ■ ■
d. Addressing work/family concerns ■ ■ ■
e. Value of individuals ■ ■ ■
f. Absenteeism ■ ■ ■
g. Productivity ■ ■ ■
h. Morale ■ ■ ■
i. Other: (Specify) ________________________________ ■ ■ ■
11. Please indicate in Column A whether your firm currently has a program in each area listed
below. If your firm currently has a program in the area, please indicate in Column B whether
participation in the program is mandatory for professionals at your firm.
If your firm does not currently have a program in an area, please indicate in Column C whether
your firm plans to implement a program in the area within the next three years.
Column A Column B Column C
Program currently in place? If a program is in If a program is not
place, is participation currently in place,
mandatory for does your firm plan
professionals? to implement one in
the next three years?
Yes, Yes, No Yes No Yes No
firm-wide local office
option
a. Formal mentoring ■ ■ ■ ■ ■ ■ ■
b. Gender awareness training ■ ■ ■ ■ ■ ■ ■
c. Diversity training ■ ■ ■ ■ ■ ■ ■
d. Leadership development training ■ ■ ■ ■ ■ ■ ■
e. Practice development training ■ ■ ■ ■ ■ ■ ■
f. Networking opportunities ■ ■ ■ ■ ■ ■ ■
i. Other: (Specify) __________________ ■ ■ ■ ■ ■ ■ ■
58
59
12. Please indicate in Column A whether your firm has a policy (either written or unwritten)
in each area listed below.
Does the firm have a policy
(either written or unwritten)?
Yes No
a. Sexual harassment ■ ■
b. Client assignments ■ ■
c. Criteria in selecting managers and partners ■ ■
13a. Is there an individual at your firm who is designated to address gender/workforce diversity
issues? ■ Yes ■ No
14a. Is there an individual at your firm who is designated to address work/life balance issues?
■ Yes ■ No
15a. Does your firm have a committee, task force, or other group to deal specifically with:
Yes No
i. Gender/workforce diversity issues? ■ ■
ii. Work/life balance issues? ■ ■
b. If no, does your firm intend to establish a committee, task force, or other group to deal with:
Yes No
i. Gender/workforce diversity issues? ■ ■
ii. Work/life balance issues? ■ ■
16a. Does your firm conduct exit interviews when professionals leave the firm?
■ Yes ■ No (skip to question 17)
b. Based on interviews in the last year, please indicate how the following factors may have
influenced the professionals decisions to leave the firm:
Major Some Minor No
Influence Influence Influence Influence
a. Salary/benefits ■ ■ ■ ■
b. Opportunities for advancement ■ ■ ■ ■
c. Working conditions (schedule, hours, assignments) ■ ■ ■ ■
d. Degree of challenge ■ ■ ■ ■
e. Interactions with colleagues ■ ■ ■ ■
f. Interactions with clients, regulators ■ ■ ■ ■
g. Work/life balance issues ■ ■ ■ ■
h. Desire for change ■ ■ ■ ■
i. Other (Please specify) _____________________________ ■ ■ ■ ■
17. Please use the following space for any comments that you would like to make about work/life balance, career advancement
or diversity issues in the accounting profession.
I I I .  D e m o g ra p h i c s
18. The state in which your firm is headquartered __________________
19. Which of the following most closely describes your firm?
■ Local firm ■ Regional firm ■ National firm ■ International firm
20. Please indicate below for all domestic offices or locations the total number of AICPA members in
your firm.
■ One ■ 3–4 ■ 7–10 ■ 21–50 ■ 76–100 ■ 201–1,000
■ Two ■ 5–6 ■ 11–20 ■ 51–75 ■ 101–200 ■ Over 1,000
T H A N K  YO U  F O R  YO U R  C O O P E R AT I O N
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A I C PA  Wo r k / L i f e  a n d  Wo m e n ’s  I n i t i a t i ve s
E xe c u t i ve  C o m m i t t e e
2 0 0 3 / 2 0 0 4  S u r vey  o f  P r o f e s s i o n a l s  i n
P u b l i c  Ac c o u n t i n g
I .  D e m o g ra p h i c  I n f o r m a t i o n
1. Your age: ____
2a. Gender: ■ Female ■ Male
2b. Ethnicity: ■ Native American ■ Asian/Pacific Islander ■ White
■ African-American ■ Other _______________
3. Marital Status: ■ Married ■ Domestic Partner ■ Single
4. Please indicate how many dependent children you have in each of the following age ranges:
(If none, please check here ■ and skip to Question 5.)
____ Under 1 year ____ 6–12 years ____ 20–24 years
____ 1–5 years ____ 13–19 years ____ Over 24 years
5. Dependent parent or other dependents: ■ Yes ■ No
6a. Do you have a spouse/partner who works outside the home? ■ Yes ■ No
6b. Is one family member considered the primary wage earner?
■ Yes – Yourself ■ Yes – Spouse/Partner ■ No
7. Years of Experience in Public Accounting: ____
8. Area: ■ Audit ■ Consulting ■ Tax ■ Other
9. Position in firm:
■ Staff ■ Supervisor ■ Senior Manager ■ Other _______________
■ Senior ■ Manager ■ Partner/Shareholder
10. Length of time in current position: ____ year(s)
11. Are you a(n): Yes No
a. CPA? ■ ■
b. AICPA member? ■ ■
c. State Society member? ■ ■
12. Which of the following most closely describes your firm?
■ Local firm ■ Regional Firm ■ National Firm ■ International Firm
13. Total number of professionals in your office: ____
14. The state in which your office is located: _______________
I I .  Yo u r  C a re e r
Note: The following questions are designed to elicit your personal views about your career and
upward mobility within your current firm.
15. Do you plan to stay in public accounting?
■ Yes, definitely ■ Yes, probably ■ Not sure ■ No, probably ■ No, definitely
16. Do you plan to stay with your current firm?
■ Yes, definitely ■ Yes, probably ■ Not sure ■ No, probably ■ No, definitely
17. What level would you like to achieve at your firm?
■ Staff ■ Supervisor ■ Senior Manager ■ Director
■ Senior ■ Manager ■ Partner/Shareholder ■ Other —
_____________
18. Is it likely that you could achieve that level?
■ Yes ■ No ■ Not Sure
19. Are you concerned about upward mobility in your firm?
■ Yes ■ No ■ Not sure (Please explain.)
20. Are you concerned about work/life balance issues? (e.g. work vs. personal time)
■ Yes ■ No ■ Not sure (Please explain.)
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I I I .  C o m p a n y  P o l i c i e s  a n d  T h e i r  U s e
Nontraditional/Alternative Partnership Arrangements
21a. Please indicate if your firm offers any of the following nontraditional partnership or
shareholder arrangements:
■ Partnership on a part-time schedule ■ Salary only ■ Graduated Benefits
21b. Have you taken advantage of such arrangements? ■ Yes ■ No
21c. Has anyone else in your office taken advantage of such arrangements?
■ Yes ■ No ■  Don’t know
21d. If you have not taken advantage of such arrangements, would you feel comfortable doing so if
the opportunity should arise? ■ Yes ■ No (Please explain why or why not.)
Alternative Career Tracks
22a. Does your firm offer a non-partnership or non-shareholder career track for professionals?
22b. Have you ever taken advantage of such a track? ■ Yes ■ No ■ Not applicable
22c. Has anyone else in your office taken advantage of such a track? ■ Yes ■ No ■ Don’t know
22d. How easy or difficult is it to take advantage of this option in your office?
■ Very easy ■ In-between ■ Very difficult
■ Easy ■ Difficult ■ Don’t know
22e. Do you feel your career/assignments will be negatively impacted if you use this option?
■ No impact ■ Significant impact ■ Not applicable
■ Moderate impact ■ Don’t know
Flexible Work Arrangements after the Birth of a Child
23a. Does your company allow professionals to utilize flexible work options (e.g. part-time hours)
after the birth of a child?
■ Yes, formal policy ■ Yes, case-by-case basis ■ Don’t know (Skip to Question 24a)
■ Yes, informal policy ■ No (Skip to Question 24a)
23 b. Have you ever taken advantage of such options? ■ Yes ■ No ■ Not applicable
23c. Has anyone else in your office taken advantage of such options?
■ Yes ■ No ■ Don’t know
23d. How easy or difficult is it to take advantage of these options?
■ Very easy ■ In-between ■ Very difficult
■ Easy ■ Difficult ■ Don’t know
23e. Do you feel your career/advancement will be negatively impacted if you use these options?
■ No impact ■ Significant impact ■ Not applicable
■ Moderate impact ■ Don’t know
Firm Policies and Programs
24a. Please indicate whether your firm offers each of the following policies/programs and your use
of the program/policy:
You Your Firm has a
Currently use Formal Informal or No
or plan to use Policy/Prog Case by Case Policy
Personnel Programs/Benefits
i. Maternity leave (paid or unpaid) ■ ■ ■ ■
ii. Paternity leave (paid or unpaid) ■ ■ ■ ■
iii. Child care resource and referral program ■ ■ ■ ■
iv. On-site firm-sponsored child care facility ■ ■ ■ ■
v. Off-site firm-sponsored child care facility ■ ■ ■ ■
vi. Sick/emergency child care ■ ■ ■ ■
vii. Elder care leave ■ ■ ■ ■
viii. Adoption assistance ■ ■ ■ ■
ix. Domestic partner benefits ■ ■ ■ ■
x. Dependent care flexible spending account ■ ■ ■ ■
xi. Relocation assistance ■ ■ ■ ■
xii. If yes to x, job placement assistance for ■ ■ ■ ■
professional spouse
Professional Development
xiii. Networking opportunities ■ ■ ■ ■
xiv. Client assignment policy ■ ■ ■ ■
xv. Manager/Partner selection policy ■ ■ ■ ■
xvi. Mentoring program ■ ■ ■ ■
xvii. Leadership development program ■ ■ ■ ■
xviii. Practice development training ■ ■ ■ ■
24b. How easy or difficult is it to take advantage of the professional development programs in
your office?
■ Very easy ■ In-between ■ Very difficult
■ Easy ■ Difficult
24c. Of the professional development programs listed in question 24a that your firm offers, do you
believe that they are operating effectively?
■ Yes ■ No ■ Don’t know ■ Not applicable (Please explain why or why not)
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Flexible Work Arrangements for Professionals
25a. Please indicate whether your company offers each of the following flexible work options:
You Your Firm has a
Currently use Formal Informal or No
or plan to use Policy/Prog Case by Case Policy
Personnel Programs/Benefits
i. Flex-time hours ■ ■ ■ ■
ii. Part-time hours ■ ■ ■ ■
iii. Job sharing ■ ■ ■ ■
iv. Telecommuting ■ ■ ■ ■
v. Other work-at-home options ■ ■ ■ ■
vi. Special summer or holiday hours ■ ■ ■ ■
vii. Other (specify) __________________________ ■ ■ ■ ■
viii. None ■ ■ ■ ■
25b. How easy or difficult is it to take advantage of these options in your office?
■ Very easy ■ In-between ■ Very difficult
■ Easy ■ Difficult
25c. Of the flexible work options listed in question 25a present at your company, do you
believe that they are operating effectively?
■ Yes ■ No ■ Don’t know
26a. Does your firm have a person/committee designated to address gender/workforce diversity issues?
■ Yes ■ No (Skip to Question 28a)
26b. If yes, would you feel comfortable bringing issues to this person/committee?
■ Yes ■ No
27a. Does your company have a person/committee designated to address work/family issues?
■ Yes ■ No (Skip to Question 29a)
27b. If yes, would you feel comfortable bringing issues to this person/committee?
■ Yes ■ No
I V.  M e n t o r i n g  i n  Yo u r  C a re e r
28. Are you currently involved in a mentoring program at your firm?
(If you are not involved in a mentoring program, please skip to Question 35.)
a. As a mentee/protégé? d. As a mentor?
b. What role(s) does your mentor play? e. Did you receive formal training
■  Guide ■  Model ■ Yes ■ No
■  Observer ■  Teacher
c. Did you have any say in the selection f. Did you have any say in the selection
of your mentor? of your protégé?
■ Yes ■ No ■ Yes ■ No
29. How long have you been participating in the mentoring relationship?
■  Less than 1 year ■  1–2 years ■  3–5 years ■  5–10 years ■ >10 years
30. How often do you meet in your mentoring relationship?
■  Weekly ■  Monthly ■  Quarterly ■ Semi-annually ■  Annually
Please describe your firm’s mentoring program:
Informal program ■ Formal program ■
Program working better ■ Satisfactorily ■ Less than satisfactorily ■
than expected
If your firm’s program is informal, please skip to Question 33.
Run by personnel at the firm ■ Administered by outside personnel ■
Available to any member of the firm ■ Available only to selected individuals ■
Please describe your assessment of the impact of the program on the
mentee’s/protégé’s career:
■  Tremendous impact ■  Positive impact ■  No impact
■  Negative impact ■  Don’t know
33. Which of the following would improve your mentoring relationship: (check all that apply)
a. More formal meeting schedule ■
b. Better definition of expectations ■
c. Assignment of a mentor with more experience ■
d. Increased personal input in the mentor matching process ■
e. Access to literature/training on mentoring ■
f. Working with a mentee who is more open to suggestions ■
g. Working with a mentor who provides more developmental activities ■
h. Working with a mentor who facilitates learning ■
i. Working with a mentor who suggests and provides resources ■
j. Working with a mentor with more diverse experience ■
34. Do you have a mentoring relationship outside of your firm’s program? ■ Yes ■ No
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V.  T h e  Wo r k  D a y
35. Please indicate how often you do the following:
Several times Once a Once a Less than
each week week month once a month
i. Check voice mail from home ■ ■ ■ ■
ii. Check e-mail from home ■ ■ ■ ■
iii. Use home fax for work ■ ■ ■ ■
iv. Access the firm’s computer network from home ■ ■ ■ ■
v. Work from home in the evening ■ ■ ■ ■
vi. Work from home on the weekends ■ ■ ■ ■
vii. Attend a networking function ■ ■ ■ ■
viii. Participate in an activity which is primarily practice development ■ ■ ■ ■
36a. How often do you take time off during regular business hours to do the following
non-business activities?
Several times Once a Once a Less than
each week week month once a month
i. To attend to personal business ■ ■ ■ ■
ii. To assist an ill family member ■ ■ ■ ■
iii. To attend family extracurricular events (athletics, school programs) ■ ■ ■ ■
iv. To perform volunteer work ■ ■ ■ ■
v. To attend school ■ ■ ■ ■
vi. To engage in leisure activities ■ ■ ■ ■
36b. How often do you take time off during regular business hours to do non-business activities
(making up the hours at another time)?
Several times Once a Once a Less than
each week week month once a month
i. During busy season ■ ■ ■ ■
ii. During critical projects ■ ■ ■ ■
iii. During non-critical times ■ ■ ■ ■
36c. Please estimate the average number of times each month that you leave work during regular
business hours to do a non-business activity.  ____
37. Please use the following space for any comments that you would like to make about work/life
balance or career advancement issues in the accounting profession. 
T h a n k  yo u  f o r  yo u r  c o o p e ra t i o n !
Please return your completed questionnaire in the postage-paid envelope provided or send to:
AICPA, 2003/2004 Work/Life and Women’s Initiatives,
Survey of Professionals in Public Accounting
We l c o m e  t o  t h e  A I C PA  Wo r k / L i f e
a n d  Wo m e n ’s  I n i t i a t i ve s
E xe c u t i ve  C o m m i t t e e  2 0 0 4  P r o f e s s i o n a l
S u r vey  F o r  M e m b e r s  i n  B u s i n e s s
a n d  I n d u s t ry
This survey is intended to gather information about the experiences of accounting professionals in
advancing in their careers and maintaining an acceptable work-life balance while doing so.
All respondents will be sent a summary report — providing peer perspectives on career
advancement and work-life balance issues. We estimate that this survey will take approximately 12
minutes to complete.
I .  D e m o g ra p h i c  I n f o r m a t i o n
1. Which of the following most closely approximates your position at your company?
■  Controller ■  General Management ■  Taxation
■  Chief Executive Officer ■  Finance ■  General Accounting
■  Chief Financial Officer ■  Budget and Planning ■  Cost Accounting
■  Financial/Accounting Management ■  Risk Management ■  Other
■  Financial/Accounting Staff ■  Information Systems
■  Internal Auditor ■  Corporation Accounting
Working at:
■  Company Headquarters ■  Business Unit ■  Other
2. Do you expect to spend the next ten years of your career
Definitely Yes Not Sure Definitely Not 
In business and industry? 1 2 3 4 5
With your current company? 1 2 3 4 5
3. Did you work in public accounting at one time?
■ Yes ■ No
4. Your Career in Public Accounting
Number of years since leaving public accounting: ____ years










I I .  Yo u r  C a re e r
5. How did the following factors influence your decision to leave public accounting?
Major Some Minor No
Influence Influence Influence Influence
Salary/benefits ■ ■ ■ ■
Opportunities for advancement ■ ■ ■ ■
Working conditions (schedule, hours, assignments) ■ ■ ■ ■
Degree of challenge ■ ■ ■ ■
Interactions with colleagues ■ ■ ■ ■
Interactions with clients, regulators ■ ■ ■ ■
Work/life balance issues ■ ■ ■ ■
Desire for change ■ ■ ■ ■
Other ■ ■ ■ ■
6. Which of the following statements best characterizes your feelings about opportunities for
upward mobility at your company?
■ There are no opportunities
■ Opportunities exist, but they are quite limited
■ There are moderate opportunities for advancement
■ Opportunities abound
7. Is it likely that you could achieve your objective within five to ten years?
■  Yes, definitely ■  Yes, probably ■  Not sure ■  No, probably ■  No, definitely
8. How would you assess the importance of the following in your company’s promotion process?
Not at All Extremely
Important Important
Working long hours 1 2 3 4 5
Acquiring more advanced people management skills 1 2 3 4 5
and experiences
Quality work on non-finance projects 1 2 3 4 5
Putting in a defined amount of time 1 2 3 4 5
Improving the efficiency of internal business processes 1 2 3 4 5
Acquiring specialized skills 1 2 3 4 5
Developing trust among company’s more 1 2 3 4 5
senior managers
Quality work on internal finance projects 1 2 3 4 5
Having/developing personal connections with 1 2 3 4 5
senior managers
Participating in the development of new 1 2 3 4 5
products/services for your company
Acquiring more advanced technical skill sets and experience 1 2 3 4 5
Political positioning 1 2 3 4 5
Merit 1 2 3 4 5
Other 1 2 3 4 5
9. How fair is your company’s promotion process?
Not at all Completely Fair N/A 
1 2 3 4 5 ■
(Optional) We welcome your feedback about the promotion process at your company. Please feel
free to share positive or negative anecdotes, or observations and insights:
10. How do you determine your areas for development?
■  AICPA Competency Self-Assessment Tool
■  Company’s performance management plan
■  Company’s competency assessment plan
■  Other: ___________________
■  None of the Above
11. How concerned are you about issues related to work/life balance? (e.g. work vs. personal time)
Not at all Extremely
Concerned Concerned
1 2 3 4 5
Please explain your answer above:
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I I I .  C o m p a n y  P o l i c i e s  a n d  T h e i r  U s e
12. Does your company allow professionals to utilize flexible work options (e.g. part-time hours)
after the birth of a child?
■  Yes, formal
■  Yes, informal policy
■  Yes, case-by-case basis
■  No
■  Don’t know 
About Flexible Work Options
13. Have you ever taken advantage of such options?
■ Yes ■ No ■ Not applicable
14. Has anyone else in your office taken advantage of such options?
■ Yes ■ No ■ Don’t Know
15. How easy or difficult is it to take advantage of these options?
Not at all Extremely
Concerned Concerned N/A
1 2 3 4 5 ■
16. Do you feel your career/advancement will be negatively impacted if you use these options?
No Large Not
Impact Impact Sure
1 2 3 4 5 ■
17. Does upper management utilize flexible work arrangements?
■  Yes
■  No
■  Don’t Know
■  Not Applicable
18. What are the perceived attitudes towards flexible work arrangements and work/life issues?
■  Extremely Supportive
■  Supportive
■  Not Supportive
■  Don’t Know
■  Not Applicable
19. Which, if any, of the following formal or informal policies does your company offer?
(check all that apply)
■  Maternity leave ■  Adoption assistance
■  Paternity leave ■  Domestic partner benefits
■  Child care resource and referral ■  Dependent care flexible spending account
■  On-site company-sponsored child care facility ■  Relocation assistance
■  Off-site company-sponsored child care facility ■  Job placement assistance for professional spouse
■  Sick/emergency child care ■  None of the above
■  Elder care leave ■  Don’t know
20. Of the following policies offered by your company, which, if any, do you currently use or plan to
use? (check all that apply)
■  Maternity leave ■  Adoption assistance
■  Paternity leave ■  Domestic partner benefits
■  Child care resource and referral ■  Dependent care flexible spending account
■  On-site company-sponsored child care facility ■  Relocation assistance
■  Off-site company-sponsored child care facility ■  Job placement assistance for professional spouse
■  Sick/emergency child care ■  None of the above
■  Elder care leave ■  Don’t know
21. Which, if any, of the following professional development programs does your company offer?
(check all that apply)
■  Networking Opportunities ■  Tuition reimbursement
■  Mentoring program ■  Corporate university
■  Leadership development program ■  None of the above
■  Professional dues reimbursement ■  Don’t know
22. Of the following professional development programs offered by your company, which, if any, do
you currently use or plan to use? (check all that apply)
■  Networking opportunities ■  Tuition reimbursement
■  Mentoring program ■  Corporate university
■  Leadership development program ■  None of the above
■  Professional dues reimbursement ■  Don’t know
23. How easy or difficult is it to take advantage of the professional development and personal
programs in your company?
Very Easy Very Difficult N/A 
1 2 3 4 5 ■
24. Do you believe the professional development programs that your company offers are
operating effectively?
■ Yes ■ No ■ Don’t Know ■ N/A
25. Which, if any, of the following flexible work options does your company offer?
■  Flex-time hours
■  Part-time hours
■  Job sharing
■  Telecommuting
■  Other work-at-home options
■  Special summer or holiday hours
■  Other: ___________________
■  None of the above
■  Don’t know
26. Of the following flexible work options offered by your company, which, if any, do you currently
use or plan to use? (check all that apply)
■  Flex-time hours
■  Part-time hours
■  Job sharing
■  Telecommuting
■  Other work-at-home options
■  Special summer or holiday hours
■  Other: ___________________
■  None of the above
■  Don’t know
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27. How easy or difficult is it to take advantage of flexible work options in your office?
Very Easy Very Difficult N/A 
1 2 3 4 5 ■
28. Do you believe the flexible work options at your company are operating effectively?
■ Yes ■ No ■ Don’t Know ■ N/A
29. Please explain why or why not:
30. Please indicate below if your company has a person or committee designated to address…
■  Gender/workforce diversity issues
■  Work/family issues
■  None of the above 
I V.  M e n t o r i n g  i n  Yo u r  C a re e r
31. Are you currently involved in a mentoring program at your company? (check all that apply)
■  Yes, as a mentee/protégé
■  Yes, as a mentor
■  No
■  My company does not offer a mentoring program




■  Teacher 
33. Did you have any say in the selection of your mentor?
■ Yes ■ No
34. How long have you been participating in the mentoring relationship?
■  Less than 1 year ■  1–2 years ■  3–5 years ■  5–10 years ■ >10 years
35. How often do you meet in your mentoring relationship?
■  Weekly ■  Monthly ■  Quarterly ■ Semi-annually ■  Annually
36. Please describe your company’s mentoring program:
■  Informal program ■  Formal program
37. Please assess the performance of your company’s mentoring program:
Poor Excellent Not Sure 
1 2 3 4 5 ■
38. Which of the following characterize your company’s mentoring program?
■  Run by personnel at the company
■  Administered by outside personnel
■  Available to any member of the company
■  Available only to selected individuals
■  Which of the following would improve your mentoring relationship: (check all that apply)
■  More formal meeting schedule
■  Better definition of expectations
■  Assignment of a mentor with more experience
■  Increased personal input in the mentor matching process
■  Access to literature/training on mentoring
■  Working with a mentee who is more open to suggestions
■  Working with a mentor who provides more developmental activities
■  Working with a mentor who facilitates learning
■  Working with a mentor who suggests and provides resources
■  Working with a mentor with more diverse experience
39. Did you receive formal training related to mentoring?
■  Yes ■  No
40. Do you have a mentoring relationship outside of your company’s program?
■  Yes ■  No
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V.  T h e  Wo r k  D a y
41. Please indicate how often you do the following:
Several times Once a Once a Less than
each week week month once a month
i. Check voice mail from home ■ ■ ■ ■
ii. Check e-mail from home ■ ■ ■ ■
iii. Use home fax for work ■ ■ ■ ■
iv. Access the firm’s computer network from home ■ ■ ■ ■
v. Work from home in the evening ■ ■ ■ ■
vi. Work from home on the weekends ■ ■ ■ ■
vii. Attend a networking function ■ ■ ■ ■
viii. Participate in an activity which is primarily business development ■ ■ ■ ■
42. How often do you take time off during regular business hours to do the following
non-business activities?
Several times Once a Once a Less than
each week week month once a month
i. Attend to personal business ■ ■ ■ ■
ii. Assist an ill family member ■ ■ ■ ■
iii. Attend family extracurricular events (athletics, school programs) ■ ■ ■ ■
iv. Perform volunteer work ■ ■ ■ ■
v. Attend school ■ ■ ■ ■
vi. Engage in leisure activities ■ ■ ■ ■
43. How often do you take time off during regular business hours to do non-business activities
(making up the hours at another time)?
Several times Once a Once a Less than
each week week month once a month
i. During busy periods of the year ■ ■ ■ ■
ii. During critical projects ■ ■ ■ ■
iii. During non-critical times ■ ■ ■ ■
44. Please estimate the average number of times each month that you leave work during regular
business hours to do a non-business activity.  ____
45. Please use the following space for any comments that you would like to make about work/life
balance or career advancement issues in the accounting profession. 
V I .  D e m o g ra p h i c  I n f o r m a t i o n
46. Your age: ____
Gender: ____
Ethnicity : ____
Marital Status : __________
# of Yrs in Current Position : ____
# of Yrs with Current Company : ____
Approximate 2003 Gross compensation current (optional): __________
47. Approximately what % of your 2003 compensation was incentive-based? ____
48. Which, if any, of the following additional incentive items are in your compensation package?
■  Bonus ■  Stock options ■  Other:
49. Which of the following describe you?
■  CPA Credential holder — active license ■  AICPA member
■  CPA Credential holder — active license ■  State Society member
50. Which if any of the following dependents do you have?
■  Dependent children ■  Dependent parent or other dependents




■  Financial Services
■  Government
■  Health Care
■  Manufacturing
■  Not-for-Profit




■  Other industry classification (if applicable) 
52. About Your Company
What is the approximate annual revenue for your company? __________
Please estimate the number of professional staff in your department/area: __________
Please estimate the number of employees at your company in the US: __________
The state in which your company is located: __________
53. Please enter your email address below if you would like to receive a results summary when it
becomes available: ____________________
T h a n k  yo u  f o r  yo u r  i n p u t !
AICPA
2004 Work/Life and Women’s Initiatives
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